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ABSTRACT 

The Adult Basic Education (ABE) Program was founded 
and is funded by the Newark Construction Trades Training Corporation. 
Internally, NCTTC provides all services to trainees other than the 
ABE component. Specifically, it pi;ovides a recruitment function, 
guidance function, placement service, shop training program, and 
supervision of on-the-.job training by "site-liaison personnel. The ABE 
program is a major attempt to serve individuals with both a program 
oriented toward the acquisition of occupational competency, as well 
as a basic education which serves two purposes: (l).that of personal 
educational achievement and (2) certification necessary to meet 
vocational entry requirements. These programs are designed to serve 
the people residing in the Model Cities area of Newark who are 
undereducated, unemployed, and underemployed . ^S pecial efforts are 
made to serve minorities, veterans, and former correctional inmates. 
ABE has four objectives: (1) to improve the communicative,, 
comput^^ational and social skills for adults whose inability to 
effectively use these skills substantially impairs their getting or 
retraining employment commensurate with their real ability; (2) to 
enhance their understanding of the free enterprise system in order to 
prepare them for theic roles as productive citizens; (3) to interpret 
and relates students' educational accomplishments in order for them 
to observe educational relevance to their occ^ipational training and 
their career objectives; and, (4) to help make possible for the 
students, the acquisition of his high school equivalency diploma thus 
giving him a sense of personal and educational achievement. 
(Author/JM) 
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PREFACE . 

Prior lo formal commcncomoni- of our evaluative activliips at iho Adulf Basic EducoMon 
Career Devolbpmeni- Center in the Newark Model Cities Area, we were av/are of the content 
of program operations only to the extent that Jliey were described in the original proposal. 
Our evaluation desigri and instrumentation vvere 6doptcd and proposed accordingly. However, 
ypoiv initial investigation, we iminediately found many alterations in program services and 
rjpcrations. Though these changes qnd additional services were unexpected, they seemed 
io hove enl.anced tlie quality ef the program, especially by the offering of services to 
'Individual^ and Oi^^enclcs outside the original target population. 

The ilirust of tlio following evaluation substantially concerns ihe program as submitted 
via the original [5roposal, thus, keeping the external evalualion relatively in accord with 
our contractual agreement, hlowever, in order to do some service to and to provide a mofe 

^ • ^ . - ■ 

comprehensive evaluaflon of all aspecls of the program as It currently exists, we hove 
evaluated, to a lesser degree, those aspects/of the program that deviate from the original plan. 

With this qualification It is dur deiire to extend to the students, staffs and all personnel 
afflliated^ith the ABE Center, Nev/ark Construction Trade Training Corporation, Public 
Employment Program, and ihe Allied Health Services of i;Ue Essex County College of Medicine 
and Dentistry our graceful acknov/ledgement of your splendid courtesy and coqpcratlon. Please 
accept this note of gratltute collectively as a licting of names would make us subject to the 
omission of someone. 



' Section i 



PROGRAM OPERATIONS AND FUNCTIONS 
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BACKGROUND 



Inwclor for t!.:? reader to Comprehend tlio scope of IntrlCaqK-s Involved In cvaluallon, 
if is CI necessary prerocjulsii-e io becjinAvItli ci brief chronology pi (1) t!ie events that led io'ihe 
inception of the Aduh Basic Educatlt)n Career Development Ccnler if) the Nev/crlx Model Cllles 
ArecJ, end (2) ihe subsequent ciffiliotio^) and* alterations In program development that have 
*c;volved. * , " ' 

In the mid-1960's ihe state oovernment of New Jersey undertook tlie task'of developing q 
plan of vc^t renevvMl qnd developmeat to be Irnplomentod an the Newark area. The extent of 
this undertalcing mljht more readily bo understood with the reolIzqtlcKT that the whole of Nev/crk 
has been designated as a Model Cities urea, ' Since Newark's citizeniy is C(5mpo5ed of a mojority \ 
of people from minority ethnic origins, n)inority leaders viev/ed the state's projected plans as'an 
oppc/.jnity for (1) unemployed and underemployed miaorHy members to participate in thp con-- 
strucllon of ricw fcclliiles and (2) to receive odcc]i,jare training so that they might participate 
and secure nveaningful .and equitable employment once jobs become available subrcqueint to ihe 
'com^;lciIon of liie physical structures, Roucjhly, 70,000 or mo!'e jobs should beconia available* 
when the Newark Airport; Essex County College, and the New Jersey College of M^edlcine and r> 
Dentlshy are coniplciod. ' * 

• The first tosk wa? to find and provide a vehicle by'wiilch mwK^^rity members cou-ld enler 
into the construction of^pects of Nev/ark's ;enewal and development program. Negotiations and- 
legal actions earrrariupd the following five years. After numerous confrontations and bargairiing 
sessions between representatives from the state government, major industrial contractors, labor 
unio:;:>;. and a group of minority spokesmen (identified on tfie Nev/ark Construction Trade Training 
Program) a program of affirmative acticxi v/as agreed upon by all pai ties. 

The following narrative provides a cursory treatment of the conditions of .the ojroement, 
The Newark Ccnstrudion Trade Training Program, v/hich became the Nov/ark Construction 
Trade Training Corporation (to be identified ^as I^CTTC), agreed to {]) r.ecruit minority- members 
into a construction trade training program, (2) place them in appropMhte construction trades 
through counseling and testing, (3) provide a shop class for each trade coiviporable tatl-at 

rovided by ihe uni6ns,\(4) pro>xide an acadeniically'oriented program, and (5) provide liaison 
supervision of all trainees placed on job sites. In turn, the contractors o^greed to (1) accept one 
trainee ftr every five journeyman employed on the various jobs, (2) provide trainees 'on-the-job . ' 
training w^th an experienced journeyman, (3) provide supervision of the trainee^s worl<, and (4)give 
bi^v/eekly evaluative Yeports of the trainee's performance on his job (a trainee *5 promotions and 
^salary increments are usually the result of a foreman's recommend6tiof^. The labor unions con- 
ceded to allow trainees (noR-union) to v/ork on job sites with v/orkers having union affiliations. 
The state government octs as an enforcing agent to ensure that all parties act within tli'e boundaries 
of their agreements. It \s possible that construcjfion on a particular job would be stopped if a 
specific case qf v/illful non-compliance was found, and construction would^not resume until lhat 
issue had been resolved. In addition, the state government reimburses all contractors the salaries 
they pay to trainees placed by NCTTC. 
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A year before constructioii benon, NCTTC Voccivec! some n\rmf money 1o acfvcrffsc^ t!v.j 
program arid io recruir prospcclive consfrucfion workers. An Ouireach Station was sof up on 
Bergen Sfrcof^ io roi-vo iliosc purposes. More ihon 1,300 opplicdfions were secured before 
movniy to tlicir present locolioo, 222 Moiris Avenue, which houses the NCTTC ond Adult 
" Basic Education (ABE) programs. Referrals were received from such agencies arid oroCini^:afl|Mis 
0$ t.he NAACP, UrbonXeacjue, Manpov/c-r, elc .;, however, mor>t applicants heard of the pros- 
pective prcjram from friends whd had previously mode applications, liven nov/, most new * 
applicants learn of the program H^rough contiact with progrcrvt trainees. 

All facets of the program proposed by NCTTC are not provided directly by NCTTC • [ 
* Exceptions include the counselors v/ho are provided by the srote employment agency and the 
ABE progrom v^hich stems from Essex County Cprrimuntty College. 

t 

NCTTC and Essex CounV College Jointly wrote the propqsal requesting funding for the 
ABE component, which was subsequently granted by the U.S. Office of Adult Basic Education-. 
Since most trainees did not complete- high school the ABE program was especially important os ' 
the yr^ions rec[utre a prospective member to hold either a high school diploma or a graduate^ 
equivalency diploma^ Therefore, all {he on-the-job troining would be for nought if a trainee 
could not eventually possess all the credentials necessary to apply for a union card. An ABE 
rather than a GED program was eminent because many trainees entered the program functioning 
below an 8th grade achievement, level - , . 

It had been anticipated that 700 Iraihees would be employed by NCTTC and matriculate 
through a three-year career ladder trade training .program/Which, at the end' of such, they 
coujd demonstrate journeyman trade skills and have received a GED or its equivalent. Based 
on those projections, the proposal to the U.Sf Office of ABE 'requested finding only for the 
coupling of on ABE program with NCTTC 's program. HowcS^ver, wlien the ABE program became 
operative in Sep te mber . 1 97 2 , I c ss than jOO trainees were employed , and thus, attending ABE 
classes. Though the number of trainees employed through NCTTC hc/s- reached a level of approx- 
imately 400 during the year, loss than 200 have attended ABE classes at any given time. The 
simple fact is that jpbs have not materialized at a rate comporable to the origlnal projcctions. 

Since the enrollment anticipated by NCTTC df<J^not actualize, and^ih order to provide 
its services to as many people as possible who could profit from the program, ABE secured 
students from the Career Ladder Trainifig Program of Public Employment Program and the 
Career Ladder Training Program of the Allied Healih Services of the New Jersey College of • 
Medicine find Dentistry, a division of the Public Employment Program. 

; ■■ ■ ' 

* • # 

II. SETTING . ^ 

' The ABE Center is located at 222 Morris Avenue in Newark. The physical facility Is 
owned by the New Jersey College of Medicine and occupies a small space on approximately 140 
acres of property presently under constjuctlon. Tlic building had once been a vocational high 
school, then a methodonc treatment cltniV:. Vast rSimodeling was required before the building 
became functional. ABE is allotted space for eight classrooms, a director's office, a language 



artd moHi laborofory, and v/ork cubicles for siaff • Becouso construcMon Is in progress on fhrce 
side's of fhe building, at fifncs tlic ouicide nolso Is dl^^iracHny. Vcnilllallon is basicolly poor, 
but tlie addilion of cenlral alr-condlllonlng iliis past summer has made the classroon)s a more 
conducive learning environment. 

Also located In th(3 building ore ilie central offices for NCTTC oiid its personnel, i.e. 
director, assistant director, director of training, an Outreach Station, counselors. Placement 
Service, slle-lialson personnel and secretaries. Tlie. first and third floors of the building house 
sl'jop classes, e.g. carpentry, sheet metal, plumbing, etc. 

The combination of NCTTC and ABE in the same building provides a convenient mechanism 
for communication and cooperation, and a central location of major resources. 

» * 

As completion of the New Jersey College of Medicine and Dentistry approaches, the 
building will be torn dov/n. This Is aniicipated v/iihin tJ"ie next year. The nature and* location 
of a new facility cannot be determined unill NCTTC receives funds for the ensuing year. 



III. .NEWARK CONSTRUCTION TRADES TRAINING CORPORATION (NCTTC) ^ ' - 

It should be reemphasizec! ihat^NCTTC is the founding body and source of the ABE 
program. Also, it must be pointed out ihat NCTTC is directly responsible for all aspects 
of the consirucition training program and is accountable to ihe state of New Jersey for 
compliance v/ith the affirmative aclion agreement. In order to assure that all parties abide 
by the terms of their afflrrrtativo action agreement an Affirmative Action Review Council 
was formed. Its members include representatives from the Nev/ Jersey Division of Building 
and Construction, Urban Coalition, ^Mechanical Contractors, New Jersey College of Medicine 
and Dentistry, Urban Inc., New Jersey Con^ractor Development Office, Union Representatives, 
individual contractors, and NCTTC which is the community representative • 

Internally, NCTTC provides all services to trainees other than the ABE component. 
Specifically, it provides a recruitment function, guidance function, placement service, shop 
training program,- and supervision of on-the-job iraining by site-liaison personnel. Summaries 
of these functions and services follow. 



The int.-.lre service i? forinally knov/n as an Outreach Station* Durijir; the ^ 
dvO^'S v/lien 1,'CTTC vnis plonni:i.; for the current proni'an a nu-ijor function of the 
int-alce vorkcrn v;as to (^p into tlie coinmunit'y J.o recruit prospective trainees* 
Since the IJCrrC pronrorn has been operative there la no lonr:5er *a need to re- 
cruit in- the co!i<nunitioG*' Al.'rioct (ill new applicants learn of the prt>i;;rc*jii from 
^trainees piretiently eiriployed and constitute' a daily influx of "walk- ins'' to 
maltc application* 

Upon presentini]; hiri^r,olf the aspiring trainee is ^iven -an application by 
the reccpLioniyt • After completinr_; the r.pplication, .an intaice worker inter- 
views the cliefnt and reviewo the application.. Before application is considered 
complete, the applicant inu^it submit a birth certificate, high school transcript, 
and a militfory record form DD21^, if applicable. 

•The interviewer must cl^assify each applic-ant as (1) Basic Trainee, (2) Ad- 
vance Trainee, or (j) Jom^neyman' Trainee, based on documentation of age and ^' 
vocational trade experience. 

To be classified in the first category, the applicant must have no pre- 
vious trade experience, be at least l8 years old,%£md not a hi^h school gradu- 
ate. If he is 18 - 22 years old or older, -depending on the addition of years . 
^_in__military service, and has a hi^^h school <^ploraa he is not eligible for 
KCTTC^'s pfNjgr^im^--^n4~is--^^ union's Recruitment and Training Pro- 
gram. An applicant is eligible for NCfTC~T:T~TVe hxi^*'^ high school diploma .. 

but exceeds the union's rainirnum^age requirement. 

The second category, Advanced Trainee, may be assigned to an applicant if 
he furnishes evidence of past experience in the trade he chooses at KCTTG. In 
addition^; his trade competence is assessed informkll;;' by a shop teacher^before 
he is given an advanced ratings Tli^ advanced rating may -be assigned from the 
second %o fourth year levels. ' i ^ • . 

The last category, Journeyman Trainee, is one in v;hich the applicant 
verifies that he has five or more ye^s . experience and can demonstrate com- 
parable skills. TliGoretically, if he functions at this level of work compe-. 
tence and Tias a high school diploma or its equivalen}: he should be eligible 
for union membership. This is the target level at which the NCTTG and ABE 
programs aspire to .develop their trainees over a term of three years. 

A function of the intake worker is to refer all applicants to another 
agency if they do not meet NCTTC^s requirements, ibcamples of tlior.e not eligible 
would be mental incompetents, physically disabled, excessive old age, etc.. 

At the end of each jiay all new applications are sent to the Processor. 
Generally these are incomplete because the aforementioned documentation is 
required (it is reported that approximately two percent of all applicants 
bring the necessary documentation v/ith them). Th'^ Processor maintains a . , ^ 
master file on all applicants under categories gf Incomplete, Complete and 
Plciced. There currently is a backlog or^5Q^ -incomplete applications. In 
general, these lack comploio docLunentation. ^ This is the major problem area. 
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V/heri appli/cations are cor::plo^tod they aro cii.'inneled throu-^li tho Counf:olin[^ and 
Flaceiiier.t Units. Tiio Processor xt: inforinocv when a placement is r:auc and Jie 
rTiakcs the neccs::ary notation and acliustrnent in Kir> master file.. 

A review of tlie dociunontation /^uidel.ines has been roquectod but apparent- 
ly not acted upon. Tiie Processor has recommended that diischarf^e 'papers be ac- 
cepted in lieu of the UA^l^f fori.r; and since all tr^cLnees are tested for aca- 
deir.ic achievoiiient , let test scoreG rejjlace the hi/^h school transcripts. These 
recommendations were made because DD21h forms raid iiif^h school transcrips con- 
stitute .the Greatest sources of delay in completing applications. 

The documentat j.on process appears to be- time consumin.'^ and the alx)ve su^r- 
gestions mi^:ht shorten this process. Anr*'.her su;^^e.ititg^ mi[^lit be to devise 
some neajis of informing referral ' airencies of the documentation required so 
that the tv;o percent of trainees who arrive with ccppletod applications can 
. be increased. . , - ■ " 

The inteike unit appears to be a smooth workin{^ and well functioning opera- 
tion n?anned by personnel fi*om the Newai^ic area. It seems that t.hcy should con- 
• centrate more on finding applicants who could qualify at the advanced and 
journeymrm trainee levels cUid seek out a greater number of trainees coming 
from Spanish-spealcin{7 ori{^ins (thLs is a tremendously underserved population 
in terms of their size icNewai^k). 

It is. estimated that, on the averace, it talces two to three weeks for 
documentation to be completed. Then the new applicant' is' sent to see a 
. counselor. . - . 

^ ^ . . s 

B. Counsclln.f^ Px^ocedures 

The ' counseling- unit' s staff consists of tw members. rThe- Senior- Gdunse3:or^ 
has a master's degree^;and more than ten years experience with the State iiktiploy- 
'4iient Service, much of it in supervisory capacities. He.r co-v/orker has had a 
similar background, ^thoup:h less experience, and is enrolled in a graduate pro- 
gram in counseling. Both have worked with the Youth Opportunity Center. 

They report that their style of counselin,^ during the initial interview 
Is more personal than vocational. Thus, any problems applicants might have 
are* discussed and appropriate referrals are made. Also, discussion du:^in{;; the 
interview revolves around choices of trades. Tliis is particulcxrly encouraged 
when there is a discrepa^icy between v/ork^ experience^Wid trade- requirements. 
.There, is no non-discriminatory test that aids in matching personal preferences 
with complementary trader, so the applicant's work experience and the counselor's 
;)udgment are ^the only means of arriving at a choice of trades. This me.thod may 
not be sufficient .in helping that small number who are genuinely unable to 
decide upon a trade preference. Usually^ 'arrangements are made for achievement 
testing during the initial interview. ^ . . 

V/hen applicants are placed on a job by NCTTC they are permitted to see' 
the counselors on an as-rieeded basis. Several are referred daily by shop, 
ABE, or site-liaison personnel. An estimated, 60 percent ' return after, the 
intalce interview. . . ' 
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Child support is reported to be one of the most frequent problems 
to the cou::oelorfj. It ic;- estimated tii'it 20 perceri,t ofJJia--9Tn^ie trr^noes 
are on For.ily Court Probation. '?hQ coun5U)lor^j>-«TTe'Ti^ been to reinforce , the 
importance of meeting' family- rc^.ponsibili>it?s or to af)pcal to the courts to 
adjust the support pn^.'rr.ents in ca.sDs ^g^^^evere need. Another problem has 
boon drug use-» ^ The pr0(V;rain has no .^^licy regarding drug use except as it 
affects eiKployability An estiTrii-tfed ten percent h£ive had drug, problems af- 
fect their einployability and, h-s-'vG been brout^ht to the attention of the Gounsel- 
inc Unit.. Referrals for treatment have been the rule. Some studenta then 
drop out. 

The co^mselor interviev;ed felt a need for more specific knowledge about 
the trades bein^^ off ered, future job projectious for the Newark area and more 
inf oixiation about the identification anc^ treatmen"c of drug users. These 
speak to the short 'range and inmediate needs of this part ^^f the program. 

However, the salient area of vocational choice, it would appear, needs 
most help of all. V^nile testing for specific vocations may not currently 
be feasible, t'estin^ for broad interest areas way, be. It is suggested yiat 
the counselors use current trainees as the reference group' in devising their' 
own test following a format similar to that of the Str9ng Vocational Interest 
Blank. Another rneajas of aiSsessing interests and aptitude might be through 
the vocational shops v;hereby the undecided student is given an appointment 
to try a number of tasks in each of the shops i^i- order to find out what 
interests him- and coincides with his ability. " . 

The area of on-going, counseling can be handled in a more systematic 
fashion. Almost all st\idents interviewed felt that rap sessions would be 
helpful. Rap sessions can -also be counseling sessions. These can-be per- 
sonal problem oriented or J.if^ ^kills^^nt^ ''- 

(1) Money management - savings and- checking accounts, getting 
loajis, laws ^protecting debitors, 

(2) Consumer affaii^e - which agencies regulate the prices of 
goods, small -claims courts, tenants and landJRW^d law. 

' (3)- Program functions - what are the r€?quirements for becpm- 
ing a Journeyman and v;ho decides on their qualifications, 
what means are there for acquiring this status. 



(^f) Health, Fire, Police, .Education Service - each of these 
to be repoi^t' units with agency representatives or films 
depicting the r^lcs of these agencies in* the. community ; 
how students can utilize these servic^.. 



(5) , Legal Problems - laws of employer-employee, i^ights, pensions, ^ 
ui>ion relations, fajnily relations law (rights of husband, ^ 
wife, child); marriage^' separation, and' divorce lav^.. How 
does insurance apply to trainees? V/hat is enough insurance, etc.? 
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, There is no pf?rr.onnol training for the IJGTTG, a function wliich tlie Senior 
Counselor fee].s the co\in,'3elinr; unit could pro\'-ide« Their juipr'rvisory experi- 
ence could be well U3cd in a consul tntion capacity for rnana^^on^ent probleniG. 

As it exists, the Counselin:: Unit is a well functionin,^ unit that is kept 
busy on a full- tine bf^ois. In viev/ of tlie ^students' requestt:: for additional 
services, it seeras advij;able to hire rjiother counselor in order to expaJid the 
functions of ti:e pro^ircun. 

C. Plriceri^mt l^rocedijres 

The '.'Flaceinent Officer receives applications rcferreci by tiie counrjelors. 
He rr;ii-:es the final deci^iior* on v/hetiiC'r cr not to place an applicant, lie also 
ir.alccs the final decision on trainee transfers and terminations. VAion prob- 
lems cU^ise iiivolvin::; iiidividual trainees, he ncu^lly con.sults vath site-liaison 
rr.en, teachers, job foremen and counselors before m^iliin^^ his decision. T:;e 
Place.Tent Officer scons to have a backrroup.d th'^t perinits jiin to Irindle his 
function yell; he v;as a sito-liaiscn rr:xn for si:-: r::ont}iS prior to obtainin^^ 
his present position. 

Job vacancies occur on^ a rer^ular basis and he i;i::iintains a file of i^OO to 
JOG completed applications^ to fill those" jobs. In cases where trrdnees have 
been laid off, he gives "them preference on new openin/^s ■ before crxllinf; in new 
applicants. 

The Placement Officer reported that durinr- the past year some kOO place- 
ments had been riade which resulted in a million dollars in salaries being 
poured into the local community. 

Most applicants have had to wrrLt three ir.onths or more before being plciced 
on jobs. It is unfortunate tliat more jobs are not being made available, es- 
pecially since more than 200 completed applicants are waiting for placement. 
Perhaps an alternative would be 'to provide aid in finding those applicants 
temporary employment. 

There is undoubtedly a wealth 'of valuable data accumulated in the place- 
ment office. An analysis of this data could assist in revealing turn-over 
rate among trades and provide data deso'riptive of the type of background ai;d 
personality best suited for ' individual trades. ' 5 ^ 

Before placements are made, trairn^^s are furnp.shed with a list of tools 
needed for their particular tij'ade aAci discount stores Vliere they ma^yc be pur- 
chased. Tlie total cost of tools across trades varies from SIO to S60. h'CPTC 
can lend new trainees the mone*y to p'urchase th|K-r tools. However, trainees with 
extended periods of unemployment or sizable finarxcial obligations niay suffer 
from having; to pay back so much money. Perhaps this situation might best be 
served by having TJCTTCVllocate budget mq^ncy that will pay for trainee tools 
in excess of ^?25» This' would reduce the initial t^nd of indebtedness while 
allowing the students the responsibility of ovmership. 



Thiri unit c'^an be of greater help to all other unite, by supplying ^dat^ 
that v/oald prbvide feedback to im;*:)rove on the intake, counseling and place 
ment servic^js as it is the focal point of coordination of all efforts =• 
direc^sy affecting .trainees. Given the short period of . ti'ine tUe program 
has been in operation, it appears that the placement service operates at 
a high efficiency level. ' ■ v ' . 
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D. Field Rf'fM't'S'^ntcit tvoc - Slic lioiron Unii" 

•The tliree silc^-llolson men pcTfoim v/hal- Is perhaps ihe most- important- funct-ion of gII 
NCTTC p:.'ri:onnol tlio/ rnusl" keep bo!h Irainees and employers soiisfiod. 

Tlie "sifo inan" enters- fhe picfure v/hcn t-here has been a i;ew placement- by the plocemeni- 
officer. Ho lakes ihe new trainee to liis job on the first- day. His responsibility is io moke sure 
that- t-iic froinee is occcpfed and^put- lo work. At" firnes this is not an easy task, hlowever, he Is 
there v/Ifh the t-rainee'to handle the sit-uallon no matter what it may be. Were it not for this 
sceminoly mu|or function one can imagine ihe probable loss of credilul ity NCTTC's program 
could suffer ff only a few trainees v/ere turned away v/hile facing this situation by ihemselvos. 

* The site man musi find out bnd report to the placement officer any anticipated lay-offs or 
increased ?ieeds for trainees so that tr.ainccs are made available when jobs open. 

If employers issu.e complaints or fuagc^st problems related to trainees, the site man is 
the first to k-iiow. Generally, employers complain about poor attendance or a bud attilude. 
A tiiird, but less frequent complaint, is trainee incompetence. This comploint is usually the 
easiest to investigate as all foreman evaluaiicns are sci^.t to NCTTC aiid^shop teachers file 
similar report?. Atienciance is easily chcclced l^ecause' all site men iako'a. daily attendance 
count at all job site:; By doing tliis they usually inlervene with a trainee^bc/ore*^ complaint 
is registered. Tlie most difficult problem to itwestigaie involves a complaint of a poor ti'ainee 
attitude, if investigation does not reveal supportive evidence the trainee usuaHy is assigned 
to another job to see rf it*v/as the situation rather than the trainee that caused the inappropriate 
v/ark relationship. 

In all cases of complaints the site man talks wiili the trainee, |f he deems it necessary 
he refers the trainee to the counseling service. 

Sr. 

i 

If is the observation of the evaluafor that all trainees are treated fairly where employer 
complaints are involved. |f the trainee is at fault and continues to engage \n behaviors ^ 
detrrmental" to the rules and regulations of his job .placement, NCTTC terminate: him. In this 
respect NCTTC is "tougf.er" on trainees than^nployers. Although the general humanistic viev/ 
guides us to the goal of salvaging all our human resources, it seems t.Uat*NCTTC's firm policy • 
regarding the tcrmi^iation of non-productive and irresponsible workers has served an importanf 
pragmatic function. Employers' initial stereotypic concerns relative to minority incompetence, 
militancy, competitive unionization, etc. have been by and large dispelled. It is reported 
fbof some unions and major contractors who fought diligently against NCTTC and its objectives 
are nov/ some of its strongest advocates. 

The most important function the site man performs is difficult to sum up. It involves 
his responsibilities to the trCiinees. One obvious v/ay he serves the trainees is by listening 
to their complaints about their job situations. Usually, those complaints regard insufficient 
training or being assigned to do the unskilled functions of the job. The site man must determine 
if the trainees complaint is valid, and If so, he observes the trainee at his work in order to 
.document the violation. In such cases a conversation v/ith th.e foreman eliminates ihe problem. 
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- Many iralnces brmn personal pro!:)lcm:, fo \ho\r sifc man. For example, assisiance in 
budgeiing ilieir. mone/, legal advice, former drug pro!jlcms, dealing willi being on paroie, 
etc. In many wa/s t!^c site man fui-iclions very mucli like we would wirJi social v/orkcrs to 
function. 

Included in the dally routine of the site man are numerous contacts with trainees and 
employers, reports, cvaluailons, investigations," public relations, checks on conipliance 
quotas, end many acitvIMes v/e might lobe! as miscellaneous. There are three site men. 
There does not seem to be enough lime each day for these men to do their job as v/ell as 
they would like. As ^Illustration of their dedication,one worked for a year and a half without 
pay during the formative stages of NCTTC; anolher is a detective from the police department 
on leave of absence. Both of the^e men expressed a great deal of satisfaction with the v/ork 
they personally do and v/ith \he opportunities afforded to minorify citizens through NCTTC* 

E. Shop Classes 

The sliop program Is headed by NCTTC's Director of Training. The Director is responsible' 
for ail training, botli shop and academic. Alfhough he is responsible for shop and ABE instruction, 
he has little or no authority in th.e decision making aspects of the ABE component. 

All shop teachers have had at least ^en years experience In a given trode, but not 
necessarily having been in a trade onion. Those not already certifieci by the state of New 
Jersey as teachers are pursuing this goal. The Director of Training also teaches a shop class. 

/ . ■ - ' 

The ethnic composition. of the shop teachers is three black and two white. No trainee ^ 
interviewed brought up the raca distinction for any reason. Shop classes in the NCTTC building 
include carpentry, masonry, plumbmg, plastering, v/elding, millv/right, sheet metal, electrician, 
and pipe covering. Several other trades, iron woi*kers, for examp[j^, are given shop classes at 
a different location. ^ 

Trainees work on their jobs four days eoch week and spend one day at NCTTC, During 
that one day the first four hours are allotted for shop classes, four hours In the afternoon are set 
aside for ABE classes. Some advanced students who have a high school diploina or GED may attend 
advanced shop classes in the afternoon; an advanced plu nbing class is currently doing this. Given 
this schedule, it is obvious that the shop cla^s are in fuil force every morning. Although-few 
trainees attend shop classes in the afternoon, the teacher's time is well spent. One afternoon per 
week is taken for a mandalory stafr meeting. One afternoon is devoted to teacher training, 
conducted by the Director of Training. On another afternoon all shop teachers develop visual 
aids to assist their classroom instruction. And two afternoons are provided for teachers to visit 
construction sites in order io see v/hot their students are doing on their respective jobs. These 
hvo afternoons are invaluable as they allov/ the teachers to observe the trainees perfor-mance so 
that future lessons can be geared to assist t!ie development of currently needed skills or Io provide 
liaining for those skills not being learned on the job. 



Alfhough if v/as not the Intent of ihls study to evaluate tlie shop program, tr'alnoes who 
were iniervIo\vt;cl spoke very favorably about ihis port of their training. It is logical iliaf bucli 
praise should be forthcoming as the shop classes are totally relevant to their work. Trainees 
also reported that tiie training in math was especially important and relevant. 

The equipment and types of activities observed in shop classes v/ere very impressive 
to the evaluators. 
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IV. DCMO^Gfi/sPMIC DATA ON NCTTC TRAINEES 

We prepared a Personal Dofa Form (see Appendix A) lhat v/ould yield information 
rec)':-:rclinj l.xiiirjcs' occi;:" ' ;l io:.al cmk; ::ocial hisforicG. Sevei'ol reasoris f;rccluded our uiili- 
zation of iliis IiirJrumonf: (1) Irolneos were unavailable othor tlian durinn the fime tiicy 
spent in ABE classes and fliey preferred not to respond to tliis instrumcnl' at that time, 
(2) they v/ere tirecJ of fillin'j cut foj:ms and wished to fill out no moro, (3) some felt that 
portions of tlie information requested was ioo personal and (4) those v/!io volunteered to 
respond did not complete all ilems. We were, hov/ever, able to secure copies of NCTTC's 
applications that provided inuch of tlic same Inforrnatlo'n (see Appendix B). One liundred of 
those applications were randomly selected and reviewed based on d iralnecs current attendance 
In ABE. Our Persona! Data Form sought to reveal degrees of upv/ard mobilliy and affillotlons 
wiih community orcjanlzarions and clubs as they might have been associated with term of 
ernployrneiit with NCTTC. This information v/as unavailable, and all demographic data 
reflects trainees^ status when making Initial application to NCTTC. 



Trainee Anes 



Age 


less tlian 20 


2) - 25 


26 - 30 




36-40 


40i 


Total 


jNluftrber 


18 




18 


11 


5 


2 


100 



















Trainee ages reflect an Item of interest. In order to secure employment in a trade union 
mqst'unlons do not accept persons over 25 years of ago, NCTTC has employed 36% v/ho otiier- 
^wi^b v/ere unemployable under the union regulation. • ; 



Highest School Grade Completed 



Grade 


6.' 


7 


8 


9 


10 


n 


12 


Total 


Number 


3 


3 


5 


13 


27 


22 


27 


100 



when v/e viev/ the higliost grade completed with trainee ages more Interesting facts are 
revealed. NCTTC agreed -to recruit high school dropouts, train them in a trade, and provide 
a basic education component helping them achieve a gradgate equivalency diploma (prerequhites 
for union membership). Hov/ever, NCTTC's agreement provided 43 clause whereby they could 
recruit trainers v/Ith high school diplomas if tlioy v/ere beyond union apprenticeship age. 
In addition to those 27 above v/ho have liigh school diplomas another 7 had graduat^ 
equivalency diplomas, tlius accounting for S^vo of all trainees. By comparing the 34% v/ho 
are hig!) scliool graduates or its equivalent with the 36% over the age of 25, both from a sampling 
of 100, v/e see lhat NCTTC Is very much In accord v/itli its Affirmative Action agreement. 
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The populofion served by the NCTTC and ABE program v/gs planned specifically for 
adults in the Newark Planned Variation Model Cities Area. However, It was found that lOvo 
reside in Union County, the remainder in Nev/ork. There is a good reason for \'h\s finding. 
One of the four terminals at the Newark Airport is In Union County and employees come ^'rom 
or through the auspices of local unions Irr Union County. Therefore, 10% of the trainees are 
Union CoOnty residents. 

Marital Status of Trainees 



Status 


Single 


Married 


Separated 


Divorced 


Total 


Number 


48 


43 


6 


4 


100 



/ 1 



Trainee Dependents Olher than Self 



No. of 
Dep. 


0 


'1 


2 


3 


4 


5 


6 


7 


8 


Total 


No. of 
Train. 


23 


23 


25 


n 


9 


3 


2 


2 


2 


100 



Viewing trainees' marital status and number of dependents indicates that, in general, 
they are in need.^f employment that provides 'a good income. Most Important in these two 
areas, we find 'fhat although -48% are single only 23% have no dependents other than them- 
selves. We might assume fhat at lebst 25, or 52%, of those who are single are responsible 
for tba care of other family members. In the applications some reported that they wanted a 
construction job so that they could afford to get married. 



Military Service 



Branch 


Army 


Navy 


Air Force 


Marines 


Total 


.Number 


12 


5 


4 


2 


20 



Only 20% of the trainees have been in military service. This figure indicates little 
other than that only one of every five trainees has been in service. The types of training 
received In service was of little utility back In civilian life, i.e. quartermaster^ clerical 
assistant, etc., as an entree into vocations offering good salaries and incomes. 

J- 

o ' * • 
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Ofhcr [Iclucafion 



Number • 


Organliiaf Ion or Insl-iluMon 




Essex Counf/ Vocaflonol and Technicaf' School 


3 


Iniernationcl Careers 


9 


Manpower Training School 


1 


Newark Skill Confer 


1 


Job Corps 


1 ' . 


Lincoln Tech 


1 


4-/ear college^ * 



Tv/enfy percent- t)ave affended oHier edjcafionai fraining insfifutcs. This Information, 
again, is not amenable to interpretation. 

Below is a partial listing of the t/pes of work and trades trainees had engaged in prior 
to becoming construction workers. 



Prior Trainee Occupation 



Machinist 


Filing Clerk 


Shipping Clerk 


Draftsmqn 


Claims Adjuster 


Post Office 


Exterminator « 


Service Station Attendant 


Porter 


Merchant Seaman 


Security Guard 


Electrician 


Painter 


Car Washer 


Mechanic 


Laborer 


Welder 


Mason 


Boiler Installation 


Rug Cleaner 


Foundry Supervisor 


Delivery Boy 


Floor Waxer 


Sheet Matal 


Stock Boy 


General Motors 


Shipping Clerk 


Bus Boy 


Lockheed Air Craft 


Chemical Operator 


Messenger 


. Curtis V/ri^ht 


Grind Sheer 


Counselor 


NJ. Bell 


Textile Worker 


Salesman 


VJesfetn Electric 


Constfuction 



The income generally associated with the above listing is sometime? deceiving. For 
example, electricians were assistants, factory jobs were at the lowest end of the salary scale, 
. and many of the better paying jobs ended In lay offs. ♦ 

Q In order to better understand past employment, let us look at the ranges of pay involved 
those occupation) listed above. 
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Poy Scales frOm Previous Trainee Eniploymeni' 


Beginning Salary 


$].00-1.99 ■ 


2.00-2.99 


3.00-3.99 


4.00-4.99 . 


5.00H 


Number 


10 . 


58 


28 


3 


1 


Ending Salary 


1.00-1.99 


■2.00-2.99 


3.00-3.99 


4.00-4.99 


5.00) 


Number 


10 


44 


40 


6 


2 



Over 80?o of fhe hoinees' past compensarion was m the two fo three dollar per hour range. 
The greatest indicaiion of salary increme-nts Jumped from the Jv/o dollar per hour range to the 
three dolfcir per Iiour range. V^ith some simple arithmetic v/e might also find that tliose v/hosc 
salary began at $2.00 per hour made $512.00 per month before deducticTns, which is not a family 
man*s income. Those making $4.00 per hour made $1,024.00 per month before deductions, which 
approache's an average family income. V/ithin tho!;e per month salary ranges it would appear as 
if a man could aspire to maintain his current job because of its remunerative potential. However, 
v/e must look a bit further to find v/hat happened to the trainees in their (idst employment. 

The table below is not as exact as those previously cited. Complete information was not 
as available on reasons why trainees left previous jobs. The irtformation provided by the table 
reflects a pro-rated estimate of reasons for leaving preyious jobs when making application to 
[slCTTC. 

Trainee Roasons for. Leaving Past Employment 



Reasons 


SHI! Employed 


Laid Off 


Seeking Seller Pay 


t ■ 

Fired 


Employer Bankrupt 


Number 


10 • 


50 


20 


12 


8 , 



One can easily see that 78% of all past employment resulted in lay-offs, bankrupt 
employers and trainees seeking employment that offered better pay. The 12% listed under 
Fired w as either lifted as fired or Terminated on the application forms interpreted to mean the 
same thing. Of note is the evaluator's observation that many of those who were laid off were 
employed by construction, electrical, or trade companies, and by larger corporations subh as 
Western Electric, New Jersey Bell, etc. It Is our assumption that these reasons were valid as 
it IS the responsibility of the Outreach Office to verify these statements. Reflecting bock to the 
last two tables which, on the surface, indicated that trainees had held jobs with promising salaries 
we now can see that at least 90% v/ere unemployed when they applied to NCTTC, and for very 
valid reasons. 

Upon further analysis of the application data, we found that 33% had belonged to some union 
'•^ past, while 37/o owned a car. 
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A final pifico of Informal Ion nloancd from the appIicaMons revealed sources ofrefoiTo!, 
Only 50 of llie 100 opplicoMons yieiucd fhis infoimation; fherefore, the numbers in the ci)grf 
below represent actual numbers, not percentages. . ' , 

^ ' Sources of Roferrol to NCTTC 



Source 


Friend 


Relative 


NCTTC Personnel 


Essex Co. Coll . 


Other. • 


Number 


38 


4 


. 3 


2 


^ 3 



It is of interest to note that of the 3 in the "Olher" cell, 2 learaed of the program through 
a nev/spaper, while the third was referred by his parole officer. 



V. 'DEMOGRAPHIC DATA ON TRAINEE EMPLOYERS 

An Employer Data Form v/as prepared prior to the collection of evaluati^ data (see 
Appendix C) . This form proved to be' of little utiliiy. We found that rnost or me information 
could be obtained from NCTTC and that it v/as of such a nature that it applied t*o all contractors. 
LeV us cover ihe information sought through the Employer D^ita Form. 

Listed belov/ are the names, of some of the contractors. Some major companies are 
involved in all aspects of construction while oth^jp^re temporary sub-contractors. This listing 
includes 35 names, but more than 40 contractors Employed trainees during August. Since the 
number of contracl^rs fluxuates, this list will suffice as* a sample, _ 



Employers Utilizing Trainees 




•V 



F. Briscoe Company 
Union Constructfon 
Clark Partition 
Cerami Construction Co, 
Valentine Electric 
Beach Electric 
J.L. Muscarella 
Astro Concrete Co, 
Fluoro Electric 
Jacobson 

P.J. Herbert Construction 
McLone 

Crescent Construction 

Otis Elevators 

Goodyear Elevators 

Germinaro 

W & H Conveyors 



Matthews ^ 
MuIIer 

McBride Contractprs 
Richardson Engineering 
Arace & Sons 
Max Drill 
D'Adderio 
Del Turco 
Hemminger 
"Bouland Sheet Metal 
Stenke 

Parkway Insulators, 
Wool Sulate 
Industrial sprinklers 
Grinnell \ , 
Conforti/Eisele 
Robert Shaw 
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All of the contracfors are of one type of industry - major construction, ^ ^ 

The number of union employees on parficulor job sffes varies according \o current 
needs, which fluxuate. Lil^ewise, the number of trainees varies accordingly. As previously 
stated, one trainee is supposed to be on the job for every five union journeyman present, ' 
When a particular job is in its early stages only a fo^/ workers are needed. As the job grows 
in proportion the number of workers increases untii o^pe^k is met, then as the job approdclies 
completion fewer^and fewer workers are j;equired, 1 ' ^ 

NCTTC trainees do not use ^e, union system for the identification of tl^eir training 
tevei. Most unions have two levels of classification, apprentice and journeymen. The 
apprenticeship j^jsuaUy lasts five y^ars, this varies across individuals and trades. The 
apprentice level of skill proficiency'is identified by the number of years he has been an 
apprentice, for example, a third, year apprentice. NCTTC trainees follow the same system 
of labeling as' the apprentices but are called trainees instead of apprentices. There are 3 basic 
trainee labels: (I) Basic Trainee, (2) Advanced Trainee (2nd through 5th year), and ^ 
(3) Journeyman Trainee. / ^ 

Trainee salaries are the same as that provided by the trade unions pay scale. Below 
is a table listing the trades that are open io NCTTC trainees. Also included are the hourly - 
fates of pay that are equivalent to union apprentice. Note that pay rates vary betv/een 
E^sex and Union County. The pay rates are only given in percentages because the union shops 
are currently negotiating and getting salary increases which would, theVefore, make a listing 
of dollars and cents at this time inaccurate. The percentages represent the apprentice's pay 
according to a journeymdrTTT For example, tf a journeyman's hourly rate is $9.00 and the 
apprentice's percenlage. is 35%, the apprentice would be making $2.75 per hour. 
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Trainee Pay Scale ^ . 



Trade Jurisdiction Basic Hourly Rotes for Troinoes Equivalent to Apprentice Ruffes 



— ' '1st yr > 

( . ^ 1st 3 Bah 

mo of yr 
Carpenters Essex County 3S% ^50% " 


2nd yr 
60% 


3rd yr 
> 70%' * 


/ 

4th yr 

/ 

80% 


/ 

r 5th yr 
• 


1st 2nd 
6 mo 6 mo 

Carpenters « Union County 50% 55% 


3rd 4th 
6 mo' 6 mo 
>0% 65% 


. 5fhi/ 6th 
'6 n:p 6 mo 
70^^ 75% 


7^h ■ 8th 
6 mo 6 mo 
8§% ' 95% 




Masons Essex County \ 50% 50% 

if 


55% 60% ^ 


• 65% 75°/o 


..80% 90% 




"'Masons Union Couoty/ 35% 40% 


50% 60% 


70% 75% 


80% 90% 




Iron Workers Essex County 60^ 70% 


75% 80% 


85% 90% 






Sheet Metal Essex, Co. & 

Union Co. 45% 50% 

1 


55% 60% 


65% 70% 

\ 


75% 80.%' 




Lathers Newark & 

Elizabeth 50%, +25 


+25 +25 


+25 +25 


+25 • +25 


• 


Glazers Essex & , 


40% 45% 


50% 


60% 70% 




^ — : — 

Electricians Union Co. 40% 45% 


50% 55% 


60% 65% 


70% 75% 




clectricrons c^sex Co. 00% 


n 

\ 

CAO/ 

oO% 


6U% 


A- 




plumbers Essex & 

union ^^o* 4U /o 


V OU /o 

— -^-r^ 


ou /o 


/U /o 


oU /o 
• 


Fftters Essex & 

Union Co. ' 35% 


50% 


60% 


70% 


*-si^ 

80% 



<5 J Trainees 50% + 10% for every 1000 hours,*worked 
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-Basic hourly rafes were nof availnble for Dperafmg Engineers, Millwrights, Elevator 
, Constructors , ^Rodman, Plasterer, and Pipe Covorero Journeymen's pay rates range frofn . 
$7.00 per hour to more thon'$IO.OO per hour. It is easy to observe that trainees entering 
the construction trodes^have thq^pportunity to earn a very good income wi'tlj/((s'everal years 
work experience. * ^ y — 

On the joB* the trainee has a foreman who supervises his VMDrk.^ In addition, the \xo\r\^Q 
is supposed to be working vvlth a journoyman who trqins him and, unofficially, supervises 
his v\ork.' Theoretically, there are^ five supervisors for epch trainee, Jaased on th^ one 
trainee per five journeyman agreemento .The site^laision man also provides a supervisory 
function although he is directly representing ^^ICTTC. 

' . . ^- ^---^ 

' The foremen have the primary responsfbflffy tp see that the trainee- is trained and ^ 
given work. He also submits a bi --weekly evaluation of the trainees' job performance, and 
he may recommend an odvanced rating for the trainee at times other than when the union 
rating scale is mandatory (spme trainees have advanced three skill years in one years' work 
by this method), > - 

■ , ' / 

The trainees' orientation|jis provided by both NCTTC shop teachers and by the company 
where he is placed. The first thing trainees are taught is safety ruleSo Then they begin, to 
learn how. to use their tools. Depending on the risk involved in the particular |ob placement, 
a trainee observes the activities on the job site before he engages in actual work. 

. A trainee may or may not work on a praticular job until it is finished. As .9 general 
rule he will finish a specific assignment. However, he may not finish a job if there is a 
strike, lay off, or a cut back on a particular phase of his job. 

The shop classes may serve several purpostjs in helping the trainee acquire trade skills. 
Incidentially, Ahe shop teachers spend two ^fternoons each week on job sites observing the 
types of work/their trainees are doing. The shop class may be^ used to assist trainees with 
current problems they are experiencing on the job, or it may be used to teach skills trainees ^ 
are not learning on the job'. - 

Just as lalaries differ across unions so do fringe benefits. Fringe benefits may depend 
upon trqineei levels of competence or upon completion of a specific number of hours worked;. 
Trainees are supposed to be covered by worker's compensation, which they seem to be. I • 
met no trainee who had yet received Blue Cross/Blue Shield Medical coverage. Some are 
having salary deductions for vacation, but little else. This whole area needs to be looked 
into by NCTTC. 
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' VI DEMOGRAPHIC DATA ON PUBLIC EMPLOYMENT PROGRAM STUDENTS_(PEP> 

'Prior to our initial evaluative activities we were unaware of the inclusion of PEP 
* stucfents irv the ABE progroi^. Tl'^refore, v/e had no instrument with which to collect # 
^demographic data, Botlrl^EP programs are administered outside the NCTTC/ABE facility 
and the additional time requited in ga/hering, sythesizing and interpreting their Sppliccftions 
^--was beyond the resources provided for this evaluation. The following is 'an effort to provide 
a brief summative commentary based on a few interviews and observations. 

Both the mayor's Model Cities program and the New Jersey College of Medicine and 
Dentistry serve components of the Public Employment Program which is funded by the 
Emergency Employment Act (EEA)o This program was established to provide training for 
Newark *»^ynemployed and underempjoyed. PEP students are given on-the-job^troinlng 
and are paid by funds from the EEA« They attend ABE classes twice a week, fv^o hours 
each day, being released from work, 

PEP student? represent on age range comparable to that of NCTTC trainees; however, 
the gveractf^qe appears to be thirty and beyond. The majority of this group are females • 
All student^m the Allied Health program of the New Jersey Col^ge of Medicine and 
Dentistry ar^f^elfare Demonstration mothers. These mothers are tra/ned primarily for 
hospital worl\in the areas of mental health and family health care. Those involved in the 
mayor's PEP pnQgjxun fall into five basic categories; (I) Finance, (2) Sanitation Department, 
(3) Health and Welfare, (4) Mayor's Office, and (5) Public Works. Under those five categories 
are specific jobs such as security ^uard, nurses aide, secretary, receptionist, public health 
aide, parks and recreation maintenance, etco ' 

PEP students attended ABE to obtain a GED or its equivalent (see ABE Functions section)o 
/Many of the job situations PEP members aspire to attain include this requirement, 

The/KP program was originally scheduled to be phased out in 1975, However, funds are 
in sifch a state that PEP is presently cutting back its program at a rapid rateo It is expected 
that PEP v/ill not be incJuded ln ABEVplans-fornekt y ear due to its immediate termination. 
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VII. ADULT' B;\SIC EDUCATION (ABE) PBOGR.y^ 

•A. Rationale and Goa ls ^ * 

Nev/ark, not unlike many oth^r urban areas,., has an extremely high drop out 
■rate. The lack of a hi^ school diploma frequently prohibits aspiring workers 
,the opportunity to_ gain n^ningf ul and equitable employment. In'addition, 
•most career training pro^n^s gain little success due to the fact that their 
itrainee;^ do not possess the ability to read, v/rite or* perform basic math opera- 
tionsx,v/hich .are necessary to pass entreince tosts or to perform routine work re- 
quirements. Due to sooietal stereotypes and tradition, individuals from etlinic 
minorities suffer most when they have dropped out of "high school. 

Thus,* the ABE proi^ram has been given a rating of high priority, specific 
tip its associat,^on. with the vocational career, ladder training programs "^f the 
Newark 'Construction Trade Training Program ^ the Public Eniployment Program of 
the Mogel Cities, enid the New Jersey College of Medic-ine and Dentistry's pro- 
gitara. Therefore, we find a major attempt to serve individuals v/ith both a 
'program oriented tov;ard the abquisition of occuj)at'"ion£l competency*, as well as 
Sk basic' education v/hich serves tv;o purposes: (1) that of personal educational 
achievement and (2) certification necessary to meet vocational entry require- 
me^ts• ' . . ■ ■ 

These programs are designed to serve the people residing in the Model 
Cities area of Newark v/ho are und^reducated, unemployed, and underemployed. 
Special efforts are" made to serve minorities, veterans, and former correc- 
tional inmates. . y 

&- . . 

The broad 'goals of the ABE program are to provide its students with 
training intended: 

' (1) To improve the students' mastery of the basic commiinication 
skills, basic mathematics,- and liiglish as a ^socond Isolguage. 

: (2) To increase the' students' proficiency in the communicational 
* . and computational. skills to meet their individual levels of 

j^ptential. , ' . 



(3) To interpret -and relate'~~stadeftta.'_ educational accontplishmerivts 
in order for them -to observe, educational^^i^leva^ 
■ occupaitional training and their career' objectives'. ^ 

liJi) JPo.enhance their understanding of our fre^ enterprise system 

in order to better prepare them for their roles as produc- 
■ '. tive "citizens. 

(5) To help make possible for the student thq/ acquisi"y^<^n^f his 
high school equivalency diploma, thus giving him a sense^ of ' 
personal and educational achievemenf . 

(6) To introduce. the a^dults.to college level, work and prepare 

- : ihe.m_t.o_.XuncJtix>h.__anil_eji.jo.y__,^^ higher education. J 
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(7) To eiKible uadereducated arid underempldyed citizens to obtain 
find naintnin employncnt and bo afforded an o})portu:iity to 
continue their education imd' ad\^mice:uont • 

(8) To develop a career ladder prorrc^n for staff in the project 
to become associate prof ecsionals and prof cGsionals in 
Adult Basic Education by providing more sensitive and cora- 

^ mitted education. 

The agencies involved in the ABR pro^rajn (NGTTC, PEP, and N\ J. Collece 
of Kedicine and ^Jentistry) accepted t!ie c>^:i1q pjid objectives set forth by 
the ABE staff. NCTTC- duplicates the costs that v/ere funded by the U. 
Office of Matchijif; funds were also supposed to coiTie from the Model 

Cities grant; however, no cash has been allotted. Their contribution tlius 
f^ has been by means of staffing, FEP paid ^^anety Thousand Dollars in 
release tine for students to attend ABE clasps. Essex County College matches 
funds priir.^u'ily tlirou[;h the offerin^^ of staff time and collefre resources which 
reflect both direct and indirect costs. Tlie college is currently attempting 
to indude more of the ABE program in its budget. 

B. Professional Staff ''and Traininrr 
^ . ^ 

Like* all aspects of the NCTTC/A3E program, a career ladder approach for 
ABE staff is in effect. The ABE Career Ladder consists of the following 
levels, training, and job descriptions: 

1. Work Study Students (ABE Aides). These students have completed 
one year of college and are receiving training as tutors. They 
assist the remainder of the staff with clerical and tutorial 
help when possible. 

2* Associate Professionals. These personnel have acquired an Asso* 

ciate Degree and have had at least one year's experience as a tutor. 
They tutor and give smfill group instruction under the supervision 
of an ABE Specialist. 

3. Instructional Assistants. This requires a Bachelor's Degree and 
either cui^rent enrollment in a graduate level teacher training 
.progrc'im or the equivalent of one year, full-time experience. 
They teach from prepared lesson plans based upoii the objectives 
determined by the ABE opecialists. 

ABE Specialists. This requires a Master's Degree and one year of 
experience or a Bachelor's Degree sund three years experience in 
teaching. They are involved in. planning the curriculum, teach- 
ing, and in leading teaching teams consisting of graduate stu- 
dents and Associate Professionals. 
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The Director is rcspon:jible for >th^ overall operation of the ABi project • 
This includoi.1 hirinc the perconnel aiid planning the curriculum. It requires 
a back^^round in education, adriinistration and conmuiiity involvement. 

' It is our understandin;; that c;iu"in£^ the past yeor the nur.ber of staff 
had reached a peaic of tv/enty-two members. At the tirje of this evaluation, 
there, were only twelve staff members. T\vO factors seem to have precluded the 
presence of a larger staff: (1) fewer staff v/ere needed as rn^my PiiiP stu- 
dents have ceased attendin?; ABi:^, and (2) staff niembers v/ho attend Essex County 
Cpllecc either conipleted tl^^r procran^s or were out of town for the suir.njer. 
The present staff size seer:ed adequate for the number of students who were in 
attendance. However, the director was conducting interviews in order to 
hire a full staff for the fall when enrollment is expected to greatly increase. 

The ethnic composition and sex of the current staff is as follows; 





Black 


Puerto Kican 


White 


Kale 


Female 


Director 


1 






1 




ABE Spccicilists 


1 


1 




2 




Instructional ; 
Assistants 


1 


1 


2 


3 


1 


Associcite 
Professionals 


^5 


1 

1 




2 


3 



It is apparen.t that a ^ood racial* mix is employed at the staff level. How- 
ever, those staff members who are most closely tied with -Newark ' s population 
and who come from the Hodel Cities area are at the A.ssociate Professional level. 
The availability of personnel from Newark at the upper levels is seemingly 
small . 

S'taff trainin/x and in-service is small in scope tmd, at bQst, informal • 
The initial staff attended a citywide workshop conducted by the local iBoard of 
Education and Lssex County College. It also attended a few sessions v/ith the 
Adult Education Resource Center. Besides these activities there has been no 
formal in-service program. In view of what seems to be a relatively large 
staff turnover, more planned in-service programs are desirable. 

It was observed that new staff members genersQly take a few days observ- 
ing in classes before becoming actively involved. Then they writ-, some le>sson 
plans undcfr the supervision of an instructional specialist before they begin 
teaching and tutoring. 

New staff members are not apprised of \the program operations* They should 
be issued a handbook describing the goals and functions of ABiC, the operations of 
NCTTC and PEP, and tal<:e tours of construction sites. It would seem that a com- 
plete orientation including conceptual and experiential aspects of total program 
operations is a must. 

A final observation, which may be viewed as positive, is that practically 
all staff members are currently enrolled in aa accredi^d college or university. 
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C • Instruction^^..! n^::-'-LC>\^u^n nnd ;"^er.oVircos 

Upon entering the AliiJ prof:ram, oil I.'CTTC Trainees have been tested by a 
counrjelor with the Tcitn of A<:i:lt JJ.nnic ::.aucrition v.'iiich is adapted from the 
California Achieverr»ent Ter->ts. Therefore, achievcr.out IcvoIg are knov/n before 
a new trainee enters tlie prof^ram. Individual profi-i^^ sheets accompanying; 
this test, that serve to [;ivo an iteiD analysis of specific strejigths and weak- 
nesses in skill areas, arc not utilized. Use of the profile item cinalysis 
sheets would c^^^citly enhance the ABE instructors' planning for individual 
students. 

The node of instruction observed in the classrooms was almost exclusively 
that of a single lesson being taught to an entire group. Since placement of 
trainees is made by NCTTC according to trade, we can assume that a wide range 
of ability levels can be found in each class. Theoretically, the wider the 
range, the more need there is for individualization or grouping for skill 
development. A small number of trainees receive tutoring on a regular basis, 
while others receive it v/hen they ask for special help. Another small number 
also spend portions of their academic day in the Language Lab which is also 
available to all students. In sujnmary, it was observed that the slower stu- 
dents do receive special treatment; but the view is taken that special efforts 
should be made to utilize test data, mol'e widely so that more grouping and 
individualization occurs in the regular classrooms, particulai^ly because thits 
group as a whole presents the problem of academic deficiency. 

The text books are,. for the most part, those used at Essex County College. 
By and large, the material covered is remedial although 'it might seem to be 
college level. Students seem to like the idea of using college booksj it ap-* 
pears to give them a sense of self-esteem. Students have to buy the books and 
they appear to cover basic education material , V/ith the exception of the 
Language Lab, there appears to be little academic material available. 

The absence of materials other thao basic texts leads the evaluator to 
three observations of a curriciiixi^Ti nature: (l) V^ithout additional materials 
(hai^d wares) it is impossible to m£ike any headway toward individualized instruc- 
tion; (2) the fewer materials, the fewer the opportunities to provide sources 
of motivation, especially for an educationally " turned-off population, and 
(3) the classrooms are physically sterile and drab in appearance (not a very conducive 
environment for learning) • 

V/hat seems to be a very good reason for the' absence of materials is a mat- 
ter of budget and cost sharing. Money allotted for equipment usually is spent 
for major pieces wliich are not perishc'ible, especially in t}ie initial stages 
of a new program. Money al.lott'^d for supplies is generally used for perishable 
items such as paper, pencils, typcv;riter ribbons, etc. The point here is that 
money has not been available for the purchase of individually prescribed instruc- 
tion materials, subscriptions to trade r.agar.ines, library books, etc. ^uch 
money must be made available in order to enrich the learning environment. If 
an educationally sound program is to evolve, a greater portion of direct costs 
funds should be channeled into educational materials. From- a total budget in 
excess of tln^ee hundi^ed thousand dollcxrs, less tlian foiu' thousand was camai'ked 
for equipment and supplies. 
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The Ixitv^uiii^o Lciboratory ir> anotlier curriculu::i feature which needs elabora- 
tion. Tile lab was visited on three seuirate occa.'iionG. There iG a System oO 
kit^ rented with f-rant money, v/iiicii prir:i*arily, teachcG readin/^' comprehension at 
a fourtli .-^rade level <*^j:d belov;* V/io otlicr equip:r.ent includes a readinr^ p:^cer, 
film strip projector, oVK iil^strips, and a pro/uv-^.mriied inr>truction kit which 
also stresses readinf; coinprelionsion. Uo material v;as [-cared to trade-related 
areas. Tiiere was no evid'.Mice of teacher plannint; around the use of the lab. 
Perhaps", if more dia/^^nostic v/oi'lc is done v/ith stuaents, the teachers could r^al-ie 
prescriptive lab asjGi.^ninents for students functioning; below a sixth grade read- 
ing level, thuc incorporatin,; a small de-?;ree of individualized instruction. 
Associate Professionals could, on a rotatint^ basis, supervise the lab aiid main- 
tain a file to record students' progress and to [-ivc individual help. Some 
consultant money would be well spent if a curriculum expert could be brou,';ht 
in to assist in developing curriculmi materials cUid succcstin^j commercial pro- 
grams t'iJid items to be purchased. 

There was minimal evidence of any curriculum material being ceared to the 
various vocations and trades in which students are employed. There was some 
minor evidence, but only with two teachers. This area needs considerable atten- 
tion as it should make the curriculum more mea:iin[^ful and interesting. 

The teachers who were observed appeared Icnovded^^able <md confident. In 
all cases lessons seemed to be well planned. The most notlcable problem involved 
classroom dis^cipline v/ith IICTTC trainees. Comini^ in late, inattentivencss and 
"clov;riin[;" could have reflected the lack of preparation to meet individual 
needs. As nevr trainees came into the program the pace of the classes slowed 
down v;hile tli© new members were caught up. The use of a regular teacher &.id 
one or more Associate irof essionals in each class could eliminate this prob- 
lem by allowing for the grouping of students. Smaller classes might also eliminate 
some diecipline problerns. 

Students primarily attend classes to obtain instruction leading to a lii^:h V. 
school diploma. There are two options open to all students. First, the student* 
may talce instruction mitil he feels 3ie can pass the High School Equivalency 
Examination (GED). He can tnke this exam at any time. If he expresses, this 
desire, he can take a test that has proven to be a good predictor for passing 
the GliJD excim} it also serves to point out weaknesses. A few, but not many 
students have gained an equivalency diploma during the past year by this method. 
Second, the ABE program offers a course of instruction v/hereby students may 
obtain an equivalency diploma after the successful completion of a 2h credit 
program. Samples of courses are: Basic English Sentence Structure, Business 
Communications, Fundamentals of Science, Pusiness Mathematics, etc. The greatest > 
asset of this option is that some of the credits may be applied to a degree 
program at Efisex Councy College, thus allowing the student tOv enroll with ad- 
vanced standing. This method also eliminates the stress of passing one test 
to gain the GED. 

Although many recommendations were made in this section, the program is 
making strides toward meeting its academic goals (see Jicsults section). In 
viev/ of the progress being made under the present conditions, it is conceivable 
that progress could be piionoi.ienal if individualized instruction were to be^-in- 
corporated on a school-wide basis. 
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I. ABE OBJECTIVES " , 

L Improve the communicative, computational and social skills' for adults whose 
inability to effectively use these skills substantially impairs their getting or retaining 
employment commensurate with their real' ability. 

2* Enhance their understanding of the free enterprise system in order to prepare 
them for their roles as productive citizens^ 

3. Interpret and relate students' educational accomplishments in order for them 

to observe educational relevance to their occupational training and their career objectives. 

4. To help make possible for the students, the acquisition of his high school 
equivalency diploma thus giving him a sense of personal and educational achievementp 

The above list is obviously representative of broad planning objectives. Such is 
the case, and often a necessity, with the inception of a new experimental program. With 
the understanding that the ABE program being evaluated has only completed the first year 
of a three year program, this evaluation merely represents a status assessment of an evol ^ 
ving program, not a judgment of the terminal efforts. Hopefully, the following evalua*" ' 
tfve procedure, results, and recommendations will serve to identify strengths and weakness- 
es, and lead to the development of more precise and measurable objectives. 



IL EVALUATION PROCEDURE 

As mentioned previously, aspects of the evaluation differ frofnjjiat proposed in the 
contractual agreement (see Appendix D) in order to give service to components of the 
NCTTC/ABE Program that had been unanticipated. 

Under the conditions of the above agreement we had intended to collect and to 
secure d^ta from NCTTC/ABE relative to the construction trainees that would enable us 
to: • J 

(a) Make an analysis of the recruitment procedure and its appropriateness to 
the project and its relationship to trainees admitted to the program. 

(b) Monitor and document the program itself with a view to describing the 
treatment and assessing the conceptual and operational adequacy of the program. 

(c) Make an analysis of pre~ and post- test data to assess the actual level of 
skills mastery. 

(d) Provide an assessment of trainee perceptions of the program and their reactioi^s 
to it. 

(e) Make an assessment of employer post-training perceptions of trainees. 

(f) Produce an integrated summary of findings with implications for the project. 

Three months- prior to our evaluative activiti»es copies of three instruments we 
developed (for the collection of demographic data on both trainees and employers, and 
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fo survey the attilucles and percepfions of fralnees) were sent- to Dr. Grace Hewell; Mr. 
James Howard, Dr. Lou Hofman, and Mr. Jerry Lieberman for^elr inspection (see Ap- 
pendices A,C,E and F. • 

Personnel from the Outreach Station, Counseling and Placement services were per* 
sonally interviewed to secure data that would enable us to analyze the recruitment pro" 
cedure and it^aj^proprfateness. An outline of these services was also providecf by NCTTC's 
Director of Operations ♦ The results of these findings are ♦pcluded In the section about 
NCTTC. ^ 

In order to monitor and document the program Itself with a view to describing the 
treatment and assessing the conceptual and operational adequacy 'of the program, the 
evaluation team took twenty-X)ne dCiys for investigation. Interviews were conducted with ' 
the Director of ABE, NCTTG's Director of Operations, NCTTC's Director of Training,- NCTTC's ( 
Outreach, Counseling and Placement Personnel, Site^Liasion Personnel, four ABE staff members, 
50 PEP and Trainee students and an Affirmative Action Cfcmplianco Officer. Visits and 
observations were made at various construction sites, shop classes, ABE classrooms, and th^ 
ABE Language Laboratory. The entirity of this document is flavored with the findings of thesa 
interviews and visitations. The Recommendations and Conclusions sections specifically report 
the findings of observations relative fo the ABE component. 

.A goal of the program was to raise the educational proficiency of students In com- 
munibatlon and computational skills. This goal was measured by analyzing pre- and post- 
test scores obtained on the Reading and Math sections of the Tests of Adult Basic Education. 
A correlated t test was applied to determine if academic growth had taken place. SIgni* 
ficance was set af the p ^.05 level of significonce. Matching pre and post-test scores 
were provided by the Director of ABE. Test results for trainees and PEP students were 
reported separately. 

Another means of assessing the program was to measure the attitudes and perceptions 
of students about the quality of program services. A twenty-two item questionnaire was 
devised (see Appetjdix E) to secure perceptions regarding the recruitment procedure, the 
ABE program and its personnel, and of the overall mechanics of the program « There were' 
three possible responses: YES - NO,- UNDECIDED. If the program services were per- 
ceived as neutral, it was hypothesized thot the instrument would yield equal numbers of 
responses in each YES - NO UND£CIDED category. If the program was perceived as 
positive, the pf*rcentages of YES responses to eac'.i item would be greater than 33%. It 
was decided, therefor^, that the program would be perceived as positive It more than 33% 
^ of the students responded YES to more than 50% of the 22 Items. All twenty -tvvo Items were 
given to trainees, while items 1,2,3,4,5, and II were omitted in reporting PEP students' 
perceptions. . 

A more in-depth type of interview was used with 34 trainees and 16 PEP students. 
Personal interviews were conducted to assist In evaluating the ABE instruction, students' 
regard for ABE staff, the future effects of the program on individuals, problem areas, sug- 
gestions for improvements, and a summative evaluative comment on the ABE program. The 
results v/ere reported basically in percentages and frequency distributions by making a factoral 



analysis of the Infervlew data. A stroHfied random sample of 34 trainees, plus alternates, 
were selected from a current «oll list* The strata controlled for proportions of trainees cur- 
rently employed in various trades. Because of its phasing out status a random sampling of 
PEP students was impossible. Six interviewees were from the Allied Health Division, while 
the rerriuining ten came from the regular PEP program. 

Employer post-training perceptions, of trainees is not included in this report as was 
intended. This data was to be made available to us by ABE as it \yas a piece of their 
internal evaluation. However, this data had not been collected before or during our in- 
vestigation. Some scant information abovt this area came fro'm conversations with NCTTC and 
contractor personnel who agreed that NCTTC trairfees were doing a<; well as union appren- 
tices. ' ^ J 

Recommendations and Conclusions sections fSrovide an integrated summary of our findings* 
with implications for the project. 

III. RESULTS . • J,; 

A'. Student Achievemeni' ^ 

Selected subtests were taken from the Reading and Math sections of the Test of 
Adult Basic Evaluaflon. The only reading subtest given was Reading Comprehension. Only 
computational sections of the Math section were administered. Originally, all Language 
subtests, except Spelling, were given, but problems of administering this section in addition 
to the Reading and Math sections during one sitting precluded the gathering of this data. 

To date, no students are required to toke the tests; however, they are encouraged 
to take them and are given the rationale that the taking of the tests would asisist the ABE 
teachePs in their planning for individual students. Since the taking of the tests is optional, 
many choose not to take them. That is one reason why so few matching test scores were 
made available- fo the evaluators. In no case is there an N above 30, which is generally 
the lower limit accepted to eUminate the probability of a Type 1 error in the interpretation 
of mean differences. 

An additional reason why there are so few matching scores is because the initial 
testing was poorly managed. Many students copied from each other's test booklets and 
time limits were not strictly kept. Initial scores suspecfed of being affected by either of 
the above reasons were arbitrarily omitted <, 





TABLE 1 


Comparison of NCTTC 


Trainee Pre and 


' Post-Test Score 


Means on 






the Math "and Reading 


Subtests of the 


Tests of Aduit Basic Education 






N 


MATH 


N 


ktADiNG 




Pre-tesf 


18 


6.9 


25 


6.6 




Post-test 


18 


7.8 


25 








.9 * 





Signiffcanf af .05 level, t = 2.37 
SIgniflcanf af .0005 level. f = 5.45 



Given the limitaHons previously cifed, the above table gives encouraging evidence 
of the potential success of the academic portion of the training program. Equally en^ 
couraging are the results of PEP students in Table 2. 



TABLE 2 Comparison of PEP Students Pre and Post-Test Score^. /v\eans on the 
Math and Reading Subtests of the Tests of Adult Basic Education 







N 


Maf-h 


N 


Readinc! 


Pre "^est 




17 




30 


7.7 


Post-test 




17 


8.6 


30 


8.5 


Difference 






1.7 * 




.8 ** 



Significant at .05 level, t =^.30 
Significant at .0005 level. t =4.70 



Given the existing data, favorable impressions about student achievement are fortfi- 
coming. However, future results obtained under more rigorous conditions is extremely de- 
sirable. 

f ■ ■ ■ ■ 
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Student Attitudes and Perceptions t'via Survey Form 

During the week that the ABE staff administered the attitudes and perceptions sur* 
vey 70 NCTTC Trainees and 30 PEP students responded to the items. The results of each 
item are reported below in tabular form with both NCTTC Trainee and PEP student respon^ 
ses included where applicable. The numbers given under the YES - NO " UNDECIDED 
categories represent percentages of responses. 



TABLE 3 


Did fhe 


person who inferviewed 


you fdr the program explain the program v/ell? 






Yes No 


1 Undecided 


NGTTC 




71, 21 


8 


TABLE 4 


Do you 
In you? 


feel that the person who 


interviewed you* for the program was interested 

_ _ _ _ - . - . ° 






Yes No 


Undecided 


NCTTC 




67 20 


13 



30. 



TABLE 5 


Were you recruited by a member of the Adult Basic Education staff? 




Yes ' No Undecided 


IN V- 1 1 \^ 


OH JZ 


TABLE 6 


Were you recruited by an agency or by someone who does not work at the 
Adult Basic Education Center? 




Yes ^ No Undecided 


NCTTC 


36 54 10 


TABLE 7 


When you were unable to come to the center to do your school work did 
someone come to your home to help you? 




Yes No Undecided 


NCTTC 
PEP 


03 73 . 24 
00 100 ^00 


TABLE 8 


Are there enough staff members at the Adult Basic Education Center so that 
someone is always available to help you with your school work? 




Yes No Undecided 


NCTTC 
PEP 


48 .30 22 . 
58 . ' 26 . il6 


TABLE 9 


In most of the school work you do at the center, tan you work as fast or as . 

slow as you feel your'nead to? \ 
^ . ^ £ :: _ • — 




Yes No ' Undecided 


NCTTC 
PEP 




60 20 20 1 
67 16 17 


TABLE 10 


Is the whole class taught a lesson at the same time very often? C 


^ Ye^ fslo Undecfded 



NCTTC 76 \\ 13 

PER 84. 10 ' ' 06 



TABLE II Does a teacher teach two or three of you at the same time? 

Yes _Jb!° . U ndecided 

NCTTC ' 34 50 16 

. PEP 67 ^ 30 03 
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TABLE \2 


Are t-he instructional materials interesting? 




* " f 


Yes 


INO • unoeciuea 




NCTTC 
PEP 


65 
50 


16 19 
20 30 


- , _■ ■ ■■ ■* ".-'^ 


*»-T-. Z-. 

TABLE 13 


Is 'a lot of the Instructional 


material about the work you are doing on 


your job? 




Yes 


No Undecided 




NCTTC 


/ 57 


28 15 




a-. - J,. : r- 

TABLE 14 


Do you feel that the school work you have been doing will' help you 
High School Equivalency Examination if you wish to take it sometime 
future? 


pass the 
In the 




Yes j 


No Undecided 




NCTTC 
PEP 


60 ^ 

57 ^ 


17 - 23 
30 13 




TABLE 15 


Do you feel that what you 
is useful to you now? 


•- - - • # 

have learned at the. Adult Basic Education 


Center 

^ ^ 




Yes 


No Undecided 




NCTTC 
PEP 


68 
74 


10 • - 22 , 
13 13 




TABLE 16 


Do ypu feel that what you 
planning your future? 


have learned at the Center will be helpful 


fn 




Yes 


No Undecided 




NCTTC 
PEP 


78 
70 


06 16 • 
20 • 10 




TABLE 17 


Has the reading instruction helped you the most ? 






Yes 


No Undecided 




NCTTC 

PFP 
rcr 


44 


23 . 33 
33 20 




TABLE 19 


Has the math Instruction helped you the most? 

. \ . ' ^ 





Yas^ ■ \ No ■ Undecided 



NCTTC 53 21 26 



PEP 70 



07 23 
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TABLE 19 Are the sfaff members af the Cenfer pleasant to be with? 

^ ^' Yes ^ No Undecided 

NCTTC 71 )Q ' 19 , 

PEP 90 0 3 07 



TABLE 20 


Do the ' staff jnembeis 
appreciated? 


treat you in a way that makes you feel important- and 




Yes 


No > Undecided 


INL I 1 

PEP 


54 
83 


25 . • 21 
04 13 




'Has what you have learned about jobs and employment at the Center made 
your ^hinking^ aboujK* work more meaningful? 




Yes 


No Undecided 


NCTTC 
PEP 


67 
64 


14 19 

13 23 . 


TABLE 22 


Have private talks with a person on t-he Adulf Basic Education staff helped 
you in planning your future career? 

*> 




. Yes" 


No Undecided^ 


NCTTC 
PEP 


42 
37 


31 * 27 
53 10 


TABLE 23 


Are your job and education schedules well planned and convenient? 




Yes 


No Undecided 


NCTTC 
PEP „ 


. 55 
60 


21 24 ' ;, 
27 13 . < 


TABLE 24 


Do you feel personal 
work? 


ly successful in the progress you've made in your school 




Yes 


No Undecided 


NCTTC 
PEP 


60 

73 


17 23 
10 17 



Of the 22 Items, only two yielded less than a 33% score in the YES category. 
Therefore the conclusion, based on th%_results of students* attitudes and percepHons, is^ that 
the ABE program is a positive .program. - * 4 

erJc ' • ' ' : 
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The fwo items that- did not receive more than 33% YES responses were essentially 
insignificant. Table Number 5 refers to the sources of trainee recruitment. If has already 
been determined that enough applicants "walk -In" that an aggressive recruitment program 
is unnecessary. .^Ihjs <|:oncern as well as those found in tables 3,4,5,6 and 13 were not applicable 
to PEP students; especially Tables 3-6 because their recruitment procedure was not a concern 
of this evaluation. The rationale for seeking responses to Table 13, regarding instructional 
material related to the job, was that ABE had proposed to develop such an instructional 
curriculum for trainees, but not for PEP, so this item did not apply to PEP students. Table 7, 
pertaining to homebound instruction indicates that ABE's^proposed intention to provide this 
service- never- materialized. The- ABE director said that^t^ny tutors were females who would 
not go into trainee homes because of the potential risk pf personal hdrtn while in their 
neighborhoods.^ In addition, most trainees do not have telephones, so scheduling of homebound 
instruction would have been impossible. In view of the above circumstances it would se^em 
that attempts to develop homebound instruction would be futile, and not a worthwhile pursuit. 
The excessively Jow YES responses to this item serves as a validation check that indicates ther 
students did take the task of responding to this instrument seriously. 

■\ 

TaMe 10 reported an item that supported the evaluator's observation that whole group 
instruction seemed to take. place much too often. Table II yielded both good and bad results: 
only 34% of the trainees have experienced small group instruction, whereas 67% of the PEP 
students have. This indicates that trainees are probably getting much less individualized 
• insfruc-tion than they need. 

Table 17 indicates that the reading instructiofi is having an almost neutral impact on 
NCTTC and PfP students. *This might indicate a need for a reading specialist. Support for 
this 'notion' can be gleaned from Table 18. Skills involved in the. reading instruction are 
much more relevant to PEP vocations than trainees, how^Yer_70% of the PEP students rated 
the math instrucNOn as the besto There should be many residual benefits carrying over into 
vicaticnal competency if the reading program were strengthened for PEP* students.' 

A final observation of great importance is that the most positive findings Indicate^ 
that the students like the ABE staff, who seem to treat them well; and that students feel that 
tf^e'program is serving a useful purpose at present and will be of value in planning their . 
futures. 

In sum,, the program appeofs-^toj^e, serving the needs of its recipients at a good pace. 

^ 



C. NCTTC Troinee Responses to Personal Interviews 



Through the stratified random sampling procedure we had hoped to select a 
sample that Nvoul(3 be representative of the general age distribution of iratnees and 
of various Intervals of time employed. Of the 34 Interviewees 15 v^ere between 
18 and 24 years of age, 13 between 25 and 30, and 6 were over 30. Eight had 
been employed from 0-6 months, 15 from 7-12 months, and II from 13-18 months. 
With regard to the small number of trainees Interviewed, these figures' seem to be 
representative of the entire population. 

The results reported In the tables belov,^ are generally given in percentages; 
any exceptions will be shown as frequency distributions. As in the previous section, 
eoch table will be identified by a specific question. 



TABLE 25 As you began working 
that additional school 


in your construction trade, did you feel 
work would help you do your job better? 


* 

yes 


no 


85 


15 



Apparently most trainees felt that they needed additional school wori<. When 
asked to be mofe specific in terms of what they felt they could learn that would be 
helpful, some common replies were: "to read blueprints, to read the ruler, to learn 
how to do fractions, to estimate sizes and lengths, etc." Many said that the shop 
instruction was best because it was directly related to their work. However, they 
felt, in general, that the ABE math was important too because they needed it to 
poss the GED exam. 



TABLE 26 Which subject did you need the most, math or English? 

nToth Enc^lish 

n 28 ' 



It is reasonable that math was felt to be needed most since mast of the . trades 
require mathematical operations much more than verbal communication. It should' be 
pointed out that all three Spanish speaking Interviewees said they needed English more 
than math. In ad(^ition, eight said that they were equally important subjects. 



TABLE 27 


What subject has been 


taught the best, math or English? 




math 


Enqlish 




77 


23 
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Again, the most common reason for feeling that moth was taught the best 
wus because It was more relevant to the job. The few who said English was taught 
the best gave the reason that the/ had had too man/ math teachers; whereas, their 
English teachers had been constant. 



TABLE 28 


In general^ has the school work been: (1) too hard, too easy, 


(2) 




too fast, too slow, (3) interesting, not interesting? / 




Too Hard 


14 Too Fast I8 Interesting 


80 ! 


Too Eas/ 


18 Too Slow 22 Not Interfesti'ng 


14 ; 


Sometimes 


Both 68 Sometimes Both 60 Sometimes Bofh 


6 ' 



More than 30^/o of the trainees felt that the" inst uction is either too hard, 
too easy, too fast, or tbo slow. Table 28 indicates that in each. class approximate!/ 
15% of the students are overl/ challenged by the instruction, v/hife another |5% 
are not challenged enough. Ttee are 30% who need appropriate 'instruction at 
their own levels. One might assume that the/ are the ones most like!/ to present 
discipline problems. It is quite rewarding to find that 80% feel the classes are in- 
teresting. 



TABLE 29 


a. From /our contact with' the ABE staff, do you feel 




' the/ take an interest in you personall/? 




b. Do /ou feel thc/t the/ are sincerely concerned with 




helping you develop your school skills? 


yes no 




a. 97 3 




b. 97 3 



These results must be viewed as one of the major reasons why the ABE pro- 
gram hos achieved its successes. They reflect that the ABE staff is sensitive to 
the needs, lives, and past educational experiences of the trainees. 



TABLE 30 


Has the 


ABE staff discussed 


with you, as 


a group, any 




personal 


concerns you've ha 


d about your 


work situation 




or the ABE program? 










yes 


no 








61 


39 





J 

36. 

This ifem was intended fo assess fhe degree fo which the staff made them- 
selves available in a personal fashion. In view of fhe results of Table 29 one 
might have expected more than a 6l% YES response in Table 30, However, the 
61% seems quife high with the realization that professional counselors are available 
to deal With personal problems, v/hlle site-men are provided to handle work problems. 



TABLE 31 


— — > — - - ■■— . ^ . . — - - - - - — — ■■ ■ - - 

II 1 rtti 1* / A n f itli**\ 

How do you tee! the entire program (ABE and trade train rng) 




will effect you in the future? 


Number 


Future effects 


14 


To become a qualified construction worker. 


■7 
/ 


To get a GED, 


1/ 


Even it 1 don t become a journe/man, j have learned skills 




that will give me a better income. 


Q 


IMI open my own business. 




Experiences I've had with a variety of people will be help- 




ful in getting clong with others* 


19 


iMl be able to provide Tor my family and their future* 


w Q 


To get into a union and the security of its benefits. 0 


/ . 


The education has made my mind sharper. 


I 


1 have learned patience and self-control. 


1 


1 won't have to get on Welfare* 


1 


1 have become a dependable person. 


2 


It has made me feel good 'physically, and I've gotten a lot 




of self-confidence. 


12 


iMI have a good standard of living. 


2 


rll be able to get a better education, I.e. be an engineer. 




lawyer. 


4 


I've learned how to budget my rjioney. 


2 


IMI be able to buy a hom.e. 



} 



In every case the interviev/ees had positive responses i'o this item. It is 
doubtful that any other program would have yielded. such positive responses at such 
an early stage of development. When these responses were challenged in the 
sense that if the program was not refunded would the trainee feel the same, 
the usual response v/as to the effect that what had been learned couldn't be 
taken away and that he (trainee) would still have a more promising future. Many 
said that this was the best program in existence. 
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TABLE 32 


) What problems have you encountered with the NCTTC and 




ABE programs: 




Number 


Problems \ 


6 


A 

Too much authoril-y exerted in ABE by NCTTU. 


2 


Trainees someHmes are not placed with journeymen. 


4 


Trainees do dirty work on the job and their experience 




is not wel'^-ossessed. 


8 


Union workers antagonize trainees. 


16 


A lack of fringe and health benefits. 


2 ' 


Need transportation to work and school. 


• 5 


Too many teenagers are irresponsible, need more older 




guys. 


1 


Younger guys get poor supervision on the job. 


19 


Confusion over NCTTC and ABE operations. 


1 


ABE staff needs to know more about their responsibilities. 


2 


Staff should plan lessons better (ABE). 


4 


ABE staff needs to be more consistent in their standards 




and requirements. ^ 


10 


Too much ABE staff turnover. 


10 


Need smaller ABE classes. 


13 


ABE should enforce stronger discipline. 


i 


ABE staff show favoritism to some students. ' 


1 


English as a Second Language should be offered. 


2 


ABE staff needs stronger communication with each other. 


1 


ABE staff needs better communication system with students. 



To summarize, the trainees feel a need for more clarification over fringe 
benefits. This whole area was also unclear to the evaluators. There also seems to 
be a great deal of confusion over the total operations of ABE and^NCTTC. In re- 
gard to ABE, it is felt that stronger discipline is needed, smaller classes are need- 
ed, and there is too much turnover of teachers. There was a tendency for trainees 
to bring up more problems related to work than anything else, many sought ans- 
wers to questions and advice. from the interviewers. 



TABLE 33 What could you suggest to improve the NCTTC/ABE program? 



Number Suggestions 



3 Hire more site workers. 

I Don't dock a trainee a whole days pay if he is tardy for 

shop or ABE classes. 
I Hire trainees according to need, make better qualification 

standards . 

I Enforce rules on absenteeism and tardiness. 

1 Increase tramee*s basic pay scale. 

2 Get the trainees on the job more quickly and spend less 
' time observing. 

8 Spend more time in shop classes, 

I Make shop classes more related to presently needed work 

skills. 

1 Require ABE and shop attendance more than one day per 
week . 

2 Hire more ABE teachers. 

I Hire more' ABE teachers from the community. 

I Have more personal contact between teachers and students. 

1 improve students' attitudes toward school. 

2 Have students take ABE more ^seriously. 

18 Separate those students who want to learn from those who 

don't. • 

7 , Break down classes according to academic levels. 

1 Implement classroom placement and grouping from achievement 
test scores. 

3 Put high school graduates together. 
3 Provide more academic options.' 

2 Ta|<e time to work on personal concerns. 
1 M<ilke English more interesting. < 

3 Provide one section for GED prospects. 

7 Stop repeating lessons when nev/ students come to ABE. 

I Set up a guidance class. 

I Provide free text books for trainees,. 

4 Set up a student government to improve communication be- 
tween students and NCTTC/ABE administration. 



The comments listed in Table 33 reflect a wide range of suggestions for im- 
provement. In many instances the evaluators agree with these suggestions. 
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TABLE 34 


Can you describe 


/our feelings abouf the ABE program in 




one word? 




Number 




Descrioflve Word 


9 




Good 


4 






4 




Beautiful 


3 




Great 






O. K. 


1 




Alright 


1 




Wonderful 


1 




Terrific 


1 




Fine 


1 




Secure 


1 




Relieved 






Nice 


1 




Cool 


2 




Fair 






Mediocre 






Ungoverned 






Political 



r 



The words Fair, Mediocre, Ungoverned and Poljfical were perceive^ as 
negative descriptions. These results indicate that 88% of the trainees vie^ the 
program, as positive, 12% as negative. • / X 



D. PEP Students Responses to Personal Interviews 

/ 

The following data was collected without the benefit of a sampling procedure. 
Many PEP students had stopped attending ABE, and although an attempt was made to 
obtoin a random sample, it was imp9^sible due td inconsistent attendance. However 
the following information indicates/how 16 students who volunteered to be interviewed 
felt about their program. The tqbles are reported in percentages and frequency dis- 
tributions. \b , 



TABLE 35 


As you began 


working on your 


job, did you feel that ad- 




ditiona! schoo 


work v/ould be 


helpful? 






yes 


no 






81 


19 
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Since most PEP vocations Involve secretarial and community contacts with 
people, their primary reason v/as to gain a better command of English and communi- 
cation skills. Ten of the 16 interviewees were females who were working directly 
with people. 



TABLE 36 


Which subject did you need the- 


most, math or Engjiish? 




math 


English 




25 


75 



The results of Table 36 apparently reflect the female work bias. Males 
working for the Parks and recreation Deparfment, Sanitation Department and as 
security guards chose math. 



TABLE 37 In general, has the 
easy, (2) too fast, 
ting? 


school work been: (1) too hard, too 
too slow, (3) interesting, not interes- 


Too Hard 19 T 
Too Easy 0 f 
Sometimes Both 8! S 


po Fast 12 Interesting 63 
oo Slow 07 Not Interesting 25 
ometimes Both 8! Sometimes Both 12 



PEP studenfs viewed the pace and degree of difficulty of the ABE classes as 
relatively neutral. The major reason given by those who responded that the instruc- 
tion was not interesting was because too much work Was required, especially .home- 
work. Rn additional reason for a lock of interest was a large rate of teacher turn- 
over. 



TABLE 38 


0. From your contact with ABE staff, do you feel they 




take an interest in you personally? 




b. Do you feel that they were sincerely concerned with 




helping you develop your school skills? 


yes no 




a. 88 12 




b. 88 12 



The only reasons given for NO responses regarded the large amount of home- 
work teachers assignecl. 
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TABLE 39 Has the ABE staff discussed with you, or a group, on/ 

personal concerns you've had about your work situation 
or the ABE program? 



yes no 

19 81 



Special counselors are employed for PEP students by^the PEP program,, there 
fore, there was little need for this function within ABE. Five said they would 
like to have rap sessions and one said the ABE counsel she had gotten was better 
than the PEP service. Given the present system which permits PEP students to at- 
tend classes twice a week for I 1/2 hours each session there is little opportunity 
to take time for personal concerns. Besides, PEI^ students cannot stay after classes 
because they are on workTefease time and must get back fo work. 



TABLE 40 


How do you feel the ABE program will effect you in the 




future? 


Number 


Future Effects 


2 


Will be able to get a clerical job. 


1 


Con manage money better. 


I 


Will become elementary school teacher. 


1 


Will go into data processing. , 


2 


Will be able to get a GED. 


1 


I will be albe to read better. 



1 I can fill out forms and applications for future jobs* 

2 I will be more employable. 

1 I will continue my education with New Careers. 

2 I will be cjjdle to get better jobs. 
I Go to artjschool. 

I I will increase my family income. 

1 ! will be able to function on my own. 

2 I have no idea, I haven't gotten a job yet. 



It seems that PEP students do not have the secure feelings NCTTC trainees 
have about their futures. It is understandable because the PEP program is being 
pliased out and very few PEP students have gotten permanent jobs. In general, 
the impression was given that having been in the ABE program will have positive 
effects in the future. 
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TABLE 41 Whaf problems have you encountered with the ABE program? 



Number Problems 



I Co-workers on {ob see PEP people as threat. 

I Job transfers caused loss of class time. 

1 ^ Teacher schedules for himself with no regard for the 

students' problems. ' 

2 Too many teacher changes, 

I Students aren't properly prepared .for tests. 

I No academic progress has be^n made. 

3 Great confusion over the GED and/ 24* credit programs. 
1 A good instructor was- fired and the new instructor* 

began the instruction all over. * 

1 ABE should be completed before on-the-job training begins. 

2 Too much homework. 
I Not enough money. 

I Not provided money for baby sitters when attending night 

classes. 



Table 41 serves to point out fwo main differences in the PEP program and 
the NCTTC program. Problems involving (I) less articulation bel-ween PEP and 
ABE, and (2) less desirable and remunerative occupafions made available through 
public service programs, especially to females. PEP seems to suffer a lack^of 
operational management due to its being a minor affiliate of a larger program. 
Nofve of thes e problems exist with NCTTC. 



TABLE 42 


what could you suggest to improve the ABE program? 


Number 


1 

Suggestions 


1 


Spend more time teaching English than moth. 


2 


Provide more individual teaching. 


4 


Reduce class sizes. 


I 


Provide a guidance class and evening classes. 


1 


Change Business Communications Course to be first 




for receptionists and secretaries. 


2 


Screen and ability group students. 


1 


Cater instruction to slower students. 


I 


Gear the program to students' needs,* be aware of 




their backgrounds. 


1 


Complete the classwork sooner. 


2 


Organize classes specifically for GED instruction. 


2 


Eliminate required courses at Essex County College. 


2 


Provide travel expenses and increase pay. 


ir 


Involve students at planning stage 
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The suggestions for improvements speak for themselves. Note^that some, i.e. smaller 
classes, abilit/ grouping, more student involvement, etc. suggestions have now appeared 
for the third time. 



/ 

TABLE 43 Can you describe your feelings about the. ABE Program in one word? 


Number 


Descriptive Word 


6 


Good 


5 > 


Fair 




Excellent 




Great 




Grateful 




Wonderful 




Rewarding 



With Fair being interpreted .as a negative description we. find 69% view* the program 
OS positive, 31% as negative. These negative views ma/ reflect more dissatisfaction vvith 
the phasing out pf PEP than specific disenchantment with ABE. It is understandable that 
program development for PEP was more difficult because original plans did not provide for 
its inclusion. 
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E. Personal Interviews with ABE Staff > 

- ,1 - . • w 

Four ABE staff members were personally interviewed. There were three main areas 
covered b/ the interviev/s: (I) general feelings about the ABE program, (2) problems with 
tne program, and (3) suggestions for program inprovement and development. Summaries 
cjf responses to these areas are given. 

(1) The general attitude is that the ABE program and its services are important and 
serve a useful purpose. Its relationship with NCTTC, PEP and the Allied Health Services 
training programs makef It a very valuable component. There is the view that ABE and the 
vocational training programs mutually depend upon each otb«^ otherwise neither would be 
able to reach its respective objectives or serve the peopJe for wtiom all these programs are 
designed; Thus far, ABE hgs experienced a moderate-xtegree of succei»s. It is moving in ' 
the right direction but suffers from many growing pains. The staff rates their program as 
good, but a long way from where it could be. 

>(2) The following is a lisf of specific problems pointed out by interviewees, 

(a) A major problem is a lack of communication between the upper echelon 
and the ABE Director 

(b) The people at ECC initiate courses arf9 suggest texts 

. ' (c) Need to stop teaching college level courses and cor^centrate on a G ED curriculum 

(d) The 24 credit equivalency program was never completely developed 

(e) Teaching interns are usually at ABE for one semester and causes too great a staff 
turnover 

(f) There is no organized system set up that allows for communication with students 

(g) When a teacher is absent, a substitute has no knowledge of what to teach or 
what has been covered in a particular class 

(h) No other staff member is in the classroom to assist or observe and give feedback 

(i) Writing, as a course, is taught to many students who still cannot read well 
enough to do the writing exercises 

(i) The brighter students are "turned off" in class 
(k) ESL program was forgotten 

(I) Half of the Model Cities' residents are Spanish-speaking and less than 10% 
of the trainees are Spanish-speaking. Besides, no shop or ABE personnel are 
capable of producing an ESL program ^ 

(m) No ABE staff personnel knows enough > about construction trades to produce 
trade related academic materials 

,(n) A Worl d of Construction inservice program was available for staff, but was not 
supported verbally or with money to pay attendance fees 

(o) Educational equipment and resources are poor 
^,(p) Too many staff members are hired who are unprepared toi teach in a program 

of this kind » 
• (q) A lack of clarij-y over lines of responsibility and job requirements makes for poor 
staff morale 

(r) There is no opportunity for staff to feel personal recognition 
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(3) The following is a list of suggestions for program Improvennent provided by staff 
interviews ^ 

(a) Make an organizational chart and provide written job descriptions indicating 
lines of authority * . . 

(b) There is a:need for staff training and development on an ongoing basis 

(c) Consultants are needed 

(d) Visits to other ABE programs would be helpful 

(e) Need clarification on hovv paraprofessionals are chosen and the quallflcatlohs 
they need to meet 

(f) The program should be open for more of the community people who want to get 
a GED ; ^ ^ 

(g) A master guide should be developed for each course 

(h) Lesson plans should be left when a teacher will be absent * 

(i) Course syllabus should be given to the students 
(j) Class size should be smaller ^ ' 

* (k) There should always be at least a teacher and an cftsistant in each class 
(I) All tests should be gone over in class 
(m) Should be stricter with students* hojpework assignments 
(n) A better academic p/acement test should be found 
(o) A lot more "hand-out'* mqterials would be better than texts 
(p) Much more programmed instructional material is needed than is availdble 
(q) A need for more staff / es|5ecial(y a reading specialist 

In order to avoid giving a completely bleak view of the ABE program It must be pointed 
out that tfiese same staff members made specific comments such as, "^Staff al+endance is 
pretty good, "/ "During the past few months the trainees seem to have buckled down and have 
gotten proud of their classroom achievement/ " "The materials^we have in the Language Lab 
are pretty good, " etc. 

' ) 

IV. RECOMMENDATIONS 

The following list of recommendations reflects an attempt to summarize the abundance of 
information obtained from numerous interviews and observations opd to^ciearly state ^pecific ' 
activitief that should enhance program management and quality. 

It seems proper to include recommendations from two sources, (1) internal recommendations 
submitted by the ABE Director, and (2) recommendations gleaned from the findings of the out- 
side evaluators. 

'A. Internal Recommendations by ABE Director 

During the course of the evaluators' Investigations/ it was often necessai^ to seek 
clarifications and information regarding the operations of the ABE program. The most 
reliable and available source was the ABE Director. Problem areas were frequently identified 
and discussed. Tiie director was aware of many problems and had some Ideas that he wished 



to implement with the intention of improving the program. It seemed .fitting that he 
should be credited for those suggestions and that the evaluators give them recognition 
in this report; therefore, the following list was submitted. 



1 . Weekl/ compulsory staff jneeting 

2. Monthly meeting befween ABE Staff and career training staff 

3. Assigning one individual the responsibility of maintaining adequate and up-to-date 
records on the trainees ' ba^ground and progress 

4* Tutors assigned to specific groups of students ^ ' • 

5* A formalized orientation procedure for new students and new staff 
6u Printed detailed procedures for staff and students 
7* Increased utilization of test data for purposes of groopin^^uden^s and 
individualizing instruction 

B. ' Evaluator's Recommeridatioiis 

!• An NCTTC/ABE Students* Hancoook should be produced. Trainees raise a 

tremendous number of questions about the policies , rules, regulations and require- 
ments of their pro-am. Without a handbook, it was observed that many trainees 
^ were forever disturbed upon the reception of misinformation which most frequentl y 
s ^ came from rumors or misunderstood verba! comrnunications. The development of such ^ 
a handbook would bring NCTTC and ABE personnel closer together by working on a 
common project*. All trainees currently in the program should be given copies. 
All new trainees should be given a copy during^ the initial counselor interview 1 
which could then be used for orientation purposes. 

2. ABE should produce qn organizational chart showing line and staff relationships.. - 
The chart, in addftion to comprehensively written job descriptions, should be 
incorporated intb a small handbook to be distributed to all staff. 

3. As recommended internally, there is a need for a structured formalized orientation 
procedure for, all new^ staff . 

4. Senio^staff members plus student representatives should be involved in the inter- 
viewing and selection of new staff members. ^ ^ 

<k . 

5. The Director of ABE should delegate more responsibility for major program areas to 
staff members. For example, a senior staff member could be responsible for the 
post-testing program including scheduleing, staff orientation, administration, 
recording, filing, computing "correlation data, and dissernination of individual 
profile sheets. He could be assisted by associate professionals and ABE aides. a 
Other areas might be Curriculum Development, the NCTiTC/ABE Handbook, 
Audio-Visual Resources, etc. ( 

6. Curriculum consuitants should be called in to provide input for the selection of materials 
and to conduct inservlce workshops each semester. Perhaps an organizational technol- 
ogist would be useful to serve on a one-time consultant ba^is. 



7. There is a need for more professional staff. It is uhderstood that a large increase 
IS expected this fdll. (Hopefully one will be a reading specialist) ^ 

8. ' There is a need, for more small group, individual and team instructioo. 

9. With a larger staff there would be an opportunity to allot daily planning and 
release time for sfaff to: 

(a) attend shop classes to gain trade knowledge that would assist in 
developing trade related instructional materials. 

(b) develop non-text book teaching materials. 

(c) plan for individual student needs and for small groups having similar 
skill deficits. 

10. More programmed instructional materials are needed. 

11. Classrooms should be equipped with educationally relevant materials in order to. 
provide a more stimulating learning environment. 

t< • 

12. ' A room should be set-up as a vyork area for teachers to use during daily release 

and planning time. Specific functions should be stated for the use of the work room, 

13. A library for students is very desirable. Supplementary academic materials, 
trade magazines and papers, study areas, etc. could be provided. An ABE aide 
could supervise this area. , 

14. the Language Lab needs a tremendous amount of instructional supplements, 
especially for.the higher achievers. An ABE aide cou Id. supervise' t1i is area also 
(See ABE Instructional and Curriculum Resources section). 

J5. There is a need /or student representatives to participate in the planning and 

development aspects of the ABE program. ^In addition, the students should have a 
student organization whose members could function as spokesmen-for the daily 
groups. It would also be desirable if one or tv/o students could be selected to 
represent the trainees on the Affirmative Acti<^' Council. 
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V. CONCLUSIONS 
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During the past decade increased public cc^ncem and legal mandates have generated. attempts 
to upgrade and to provide equal employment opR^Jrtunities for minority citizenso Although quota 
systems and public agencies hove both forced employers to hire minority workers and have provided 
potential workers with training programs in specific skills, crafts, trades and professions, the pace 
and results of these endeavors have been less than inspiring o Often, the minority worker who is 
hired to fill an employer's quota finds himself working for a minimal wage and in a position offering 
irttle opportunity to learn skills that would enhance fUe likelihood of promotion. Only a little 
imagination Is required to envision the psychological consequences resulting from such situations, 
ikO. loss of pride, dignity and feelings of personal worth* On the other hand, most training programs 
rarely provide the trainee with an adequately devised simulated training experience that prepares him 
with either the necessary entry level skills or exposures to the human interactions encountered during 
the daily routine of actual employments Perhaps the mo&t obvious shortcoming of this kind of program 
IS the uncertainty of employment pending completion of the training program o It is the certainties of 
equitable employment and opportunity for advancement that makes the NCTTC/ABE program unique. 

In the pursuit and achievement of these objectives, countless hours of bargaining and negotia- 
tions resulted In the realization of NCTTC. The successes accomplished in establishing working 
relationships with labor unions, major industrial contractors, and state and federal governments 
demonstrates the competence and excellence of the administrative slaff of NCTTCo The diverse 
and complex institutions just mentioned are usually found operating independent of each other and 
under governance of long established tradition: including rules, membership and participation 
requirements, and thVprotocols of unwritten policy contributing to the maintenance of employment 
practices that discrimina^8^gainst ethrtic minorities. Thus, finding these Institutions cooperating 
in an experimental program oi^his magnitude deserves special recognition and offers a concrate 
example jof how the disparity goKbetv/een majority and minority employment practices can be 
effectively narrowed. The status/of leadership in both NCTTC and ABE is reflected in the high 
quality of both programs and^kds been demonstrated in only one year of formal operations. Although 
there are areas in need of^tention and improvement, both programs merit a superior rating for 
their achievements in ^^h a short time. 

Implication^/ social and work importance flow from this program. The recognition that it 
successfully pluos iioto a complex of heretofore unpenetrable establishments yet maintains an inde- 
pendence undey the leadership of fellow minorities who also assume the responsibility for the quality 
of its human products, serves as an inspiring model at many levels for minority members « Information 
from records and interviews indicated that many trainees have been promoted more quickly than is 
required by union regulations* This fact* Indicates that the quality of the minority workers' skills is 
often being recognized and rewarded fairly by majority foremen and supervisors o Consequently, one 
can infer that many of the derogatory stereotypic attitudes and perceptions previously held by 
majority employers of minority workers are being dissipatedo The perceived threats of minority 
take-over, quality labor at less cost^ organization of competing minority unions, etc. toO;» have 
been neutralized in the minds of the majority forces. Personnel from contracting firms inditoted 
that they have recognized the sincerity of NCITC in its efforts to participate in the present 
structure of industrial labor. The evaluators saw no evidence of attempts to diminish, usurp or 
independently compete with the functions of industry or of labor unions, but to gain entrance into its 
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sysfem in order to democratically enjoy an equal opportunity to acquire a shore of the lobor and 
monetary rewards, One might also speculate that the provision of similar programs for potential 
minority v/orkers could, In time, result in a middle class standard of living for minority members as c 
whole. Furtl'ior social implications could be expounded at length; however, it will suffice to state 
that the very heart of all implications of this program feeds into the humanistic goal of defeating 
social injustice. 

As a concluding generalization, NCTTC appears to exhibit an exceptionally well conceived 
conceptual design that has not yet reached its potential (Refer to Section I - III fcr a more specific 
analysis). An assessment of its current status indicates that it is well organized and operates at a 
rather high efficiency rate. 

In terms of time, the ABE component consumes only 10% of a trainee's work week. As 
previously stated, this small percentage of time prov^. 'es an essential element to the overall program. 
The program (NCTTC) requires all employees under 25 years of age to be school dropouts while the 
union requires all applicants to have a high school diploma or its equivalent. Therefore, an educa- 
tional component is an unavoidable necessity. The ABE program has not been in existence as long 
as NCTTC, thus a comparison in quality would be unfair- It began in September, 1972, but allov^ing 
for at least three months of concerted effort to physically move Into a new location and to develop 
a cooperative working relatlcfiship with NCTTC,it is a safe assumption to say that the personnel had 
only five months to settle into a routine and internally resolve unanticipated problems before the 
external evaluation began. With respect to these conditions the evaluatorj view the progress of the 
ABE component as exceptional , ' . 

Many evaluative conclusions making both a status assessment of the ABE program and recom- 
mendations ibr its improvement are enumerated elsev/here in the bo^^ of this evaluation and, therefore, 
will not be reviewed at this poinl. However, several outstanding observations will be expanded. The 
achievement results were outstanding in spite of the problems encountered durtV^Q^initial testing. It 
should be reernphaslzed that better diagnostic use of test data yielding levels of skill proficiency is 
required. Slightly inconsistent with the previous stat^ent is the observation that the Tests of Adult 
Basic Education seem to reflect biases against the population for whom it was devised, A v/ay ro ration" 
olize this disparity is to suggest that the results be used as best as they can, and to put forth a creative 
effort to utilize the relevant content in new and better ways for diagnostic purposes . 

Those agencies responsible for budgeting Direct Costs must allocate more funds for supplernQHtcify 
instructional materials. Research in learning theory suggests that there are four conditions relevant 
to 0 learning environment. The first and most rudimentary calls for a wide assortment oF materials 
to be available so that every student can choose to participate in an activity which he finds stimulating. 
(The fewer objects and activities available, the more confining the environment, thus allov/ing for 
greater probability of student boredom and non-productivity, e,g, less learning), 

. It seems that an immediate and persistent effort should be made to assist students in passing the 
GED examinotlon. This priority is needed in order to quickly establish a reputation and tradition 
within the ABE component of assisting students to successfully obtain the equivalency diploma. The 
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24-credlt program withouf faking fhe GED exam is on excel lenf alternafive mefhod, buf perhaps 
not viable for the student who is unmotivated by the school and classroom climate. 

"i , ' 

It IS worth restating the need for more Individualized instruction and greater continuit/ 
in sequencing study units and topics. Perhaps a larger permanent core staff could adequately 
supervise instructional continuity in the face of rapid turnover of associate professionals and 
instructional assistants. Well kept cumulative summaries of skill mastery on each student would 
strengthen continuity and the probability of individualization. 

The social context of ABE provides a situation In which students could experience political 
involvement. Student input and servtce in the overall planning and Implementation of the educa- 
tional component, through a student organization, could possibly result in many students* first 
practice in a participatory democratic process which could carry over into civic concerns. 

The findings of the student surveys and Interviaws coincided greatly with the impressions 
I'drmed by the evaiuators and should be reviewed. Most outstandifig are the students' regard for 
the entire program and their attitudes toward the instructional staff. This is a program worthy of 
maintenance and replication on a nationwide basis. 
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APPENDIX A 



PERSONAL DATA FORM 



Ypu arc being asked to fill In fliis form v/!th personal information about your- 
selr. No more than five people, who do not knov/ you, v/III see your answers. 
Since this information will be kept private your frank answers will be appreciat- 
ed. 



Name 



. Date of Birth / / .Sex 



Address 



Previous Address 
Married? 



Phone Number 
Ethnic Identity 



Children (number) 

\ 



, How long have you lived here? 
. How long were you there ? 
Ages 



Birth Place 



, Last school grade completed 



Preferred language 



. Do you speak any language besides English? 



If so, v/hich languages do you speak? 
Have you been In the armed forces? 



Which branch? 



. Dates 



Please list your previous employment: (use back of this paper If there Is not enough space). 



Dates 



!ompany Name 



Type of Work 



How is your general physical health?^ (circle one) Good Fair Poor 

Do you have any physical Impairments? . If your answer is yes, please list them. 



A-l 

Please indicate the last school grade completed by your parents and their present or last 
occupation. If you are not sure which grade your parents completed, write in elementary, 
junior high, high school, or beyond high school. 

Father 

last grade completed present or last occupation *^ 

Mother . 

last grade completed present or last occupation 

\^ 

Number of persons living in your household. 

If relatives live with you, please list the relationship. 

If other members of the household work, please indicate their relationship and type of work. 

Do you live with your parents? , A relative? 

If you do not live v/ith a parent or relative, do you own your home? * . 

Ren^ a house? Rent an apartment? , Live in a project? 

— >- • — ' ■ ■ - , '- 

Model Cities area? Other '."^ 

How many rooms (including bath) are in your dwelling? 

Please list any organizations you belong to such as clubs, Y.M.C.A,, Church, etc. 
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\mil<?.Y CONSTRUCTION TRADKS TRAINING PROGRAM 



fii:ld office 



IE 



Last 
bRESS 



I irsc 



Middle 
APT. NO, 



City 



State 



DATE OF BiniH 



Zip Code 
TLACE OF BilVrH 



Phone Uo. 



OF ClULDREN 

VDE DESIRED ^ 



NO. OV urrENDF.r;TS other TIIA!n CIITlDI^EN_ 
SOCIAL SrXUKlTY NO. 



Second Choice 

Third Choice 

/el: Apprenticeship Trainee^^ 

^ve address for the past 3 yoars^ 



Marital Status: Single / / Married / / 

Divorced / / Separated / i 



xlourneyman^ 



How long at above address^ 
How long at this address_^ 
How long at this address^ 



live 2 nearest n^larivos or CcloiuU) 



AQcircss 



Phone No, 



Relationship 



Ine . . 
lUCATION 



Au dross 



lementatx 

Name 



inior H l^jL 



Address 



Name 



Kddrrss 



zh School 



Name 

Id you graduate? YES NO 



rr^p.^^.Highest grade completed 
}pe 



Addresa 
Date of Graduation 



Phone No, 



Month 
Lasr^atc ctt tended: 



Month 



ol Diploma: Acad;.*mic Vocationa] Comniercia:_ General 



Relationship 



No» o£. years 



No, o£ years 



No» of years 



Year 



Year 



o you have a. high sch':)ol equtvalc.acy?' YES N0_ 

•ate , From what State? 

THER ErUCATiON 



echnlcal or Vocational 



ddress 



bourses: 



^^'^^^ No. of years 



Nanc 








No, of years 












[ajor. 


Minor 








IHitary Status 


Branch 






Years 


Buties 












Bid you receive i^pecial skills 


in th^ .>^r/ice? YES 




NO 




■f BO, what? 











LOYKECT HISTQ^jT 



B-2 



(3) 



fae of Employer 



ciress 



r\^:tr^i 



ties : 



ason ::or : r:avLnj2^ 



ve you evev been a union aeraber?- YZG^ 



no 



YES, to i/Iiic.i union did you belon3?^ 
r hov; lonn? 



7 long have you lived in t'^.is ci-:^?^ 



"Signature of Applicant 



FO?. 07F1CE USE Oin.Y 



;PCSITI0i3 



be/Corviients of In terviewer ( inc^Aide gource of r eferral) /Initials 



:e of Placement; 



tl TUTOUS 



.race : 



le of Test Test Date 
Scores Talcon Comments on Test P ronro s s Tutor Initia] 
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APPENDIX C 



EMPLOYER DATA FORM 



Ncime of indusfry 
Typo of industry 



Number of employees 



Number of trainees hired through the Newark Trade Training Corporation 



Breakdown'of Types of jobs and Levels of work made available to trainees. 

Type - ^ ^ 

(brick mason, carpenter, electrician, plumber, etc.) 



Level 

(helper, apprentice, journeyman, etc.) 



What is the ratio of supervisors to trainees? 



What are the supervisors responsibilities to ihe trainee? 
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C-I 

Describe the nature of the orientation given to all new trainees. 



When a trainee is assigned to a specific job, does he v/ork on that job until it is completed? 



' Do trainees hove an opportunity to work on all the different jobs involved in their 
particular construction trade? 



If trainees receive fringe benefits/ please list them. 
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f I-. A ( : H f; R S I O I. L !■: C, f ( H.) 1. 1 1 M. li 1 A . U \' I \' !• R h I I' Y 
N I W V OR K . .V i U VO i". K ! .i I .> " 

. Box 75 

Division V: Health Services, 
Sciences and Educafion 

January 11, ]9p 

Mr. Jerome Lieberman 

Essex County Community College 

31 fClinfon Street 

Nev/ark, New Jersey 07102 

Dear Mr. Lieberman:, ' 

Reference is made to our agreement tfiat we provide the externol evaluation as described 
in your Proposal to Establish <3n Adult Basic Education Career Development Center in the 
Newark Model Cities Areo which calls for an examination of: (1) screening procedures, 
(2) skill mastery, (3) post-study skills development, and (4) an indication of the total 
effectiveness of operations and to what extent project objectives are realized. We are ' 
submitting the following, plan for your review, reactions, .comments, suggested changes,, 
approval, etc. 

It 1$ our plan to utilize several categories of data routinely collected by your staff to 
determine characteristics of trainees and program and to determine trainee progress in the 
program. In addition, we plan to collect supplementary data, largely through interviews 
and observation in order to further address questions of program quality, *tmpact on trainees, 
and attitudes of trainees and their employers. We understand that we will assume responsi- 
bility for (a) the conduct of those interviews and observations, (b) for the reductiWi and / 
analysis of data collected by my staff, (c) as. well as those data which are needed BT"""*-— >^ 
evaluation purposes but collected by your staff and made available to us and (d) for the . 
preparation of a report which will include a summative evaluative description of the 
program, summary data on the trainees' achievement with respect to skill mastery, and 
summative discussions of the extent to which .specific objectives have been met. and of the 
overall effectiveness of the program. 

In order to complete these tasks, we will need the following items of infornxjtion or data: 

(1) Names and oddresses of all trainees. Each will be asked to respond to an . 
interview fonm which can be issued and collected either by your staff or ours. 
From this total listing a random sample of 50 trainees will be personally interviewed 
by the externa! evaluation team. 
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(2) Demographic data on all trainees. 

(3) Achievement data you gather on oK trainees. This Includes pre and p<^st 
and periodic progress^data obtained on the California Achievement Test of Adult 
Basic Education. <ln addition, we are requesting that^you give a post-test with the 
Comparative Guidahce and Placement Program in order to have a more complete 
measure of academic skill development. . ' 

(4) Names and addresses of employers so that a sample of these can be interviewed. 

(5) A Itst of names and addresses of your contact people at the agencies who do your 
screening and recruitment. 



With the above listed information and data we should be able to: 

(a) Make an analysis of the recruitment procedure and its appropriateness to the 
project and its relationship to trainees admitted' to the program, 

(b) Monitor and document the program itself with a view to describing the treatment 
^ and ass<>ssing the conceptual ^nd operational adequacy of 'the program, 

(c) Make an analysts of the pre and post-test data to assess the actual level of skills mas 

(d) Provide an assessment of trainee perceptions of the program and their reactions to It. 

(e) Make an assessment of emplpyer post-training perceptions of the trainees, ' 
" (f) Produce <3n integrated summory of findings with Implications for the project. 

We have agreed that the total cost to you for our work d^cribed above will be $5,000,00: 
'$2,500.00 to be paid upon completion ^fpre-treatment trainee characteristics, and program 
characteristics data collection and analysis and $ 1,500,00 to be paid upon completion of 
post -treatment impact data collection and analysis and $1,000,00 ^pon completion of the 
final report. * 

# 

If this is satisfactory, please sign the original copy of this letter and return it to me. We 
are prefxired to begin this work immediately and anticipate its completion on or before 
June 30, 1973. 



Cordially, \ / 




Edmund W. Gordon, Ed.D. 
Professor and Director 



Jerdrne Lieberman, Dean of Institutional Developir^nt 



Date 



^ O pject to/pi'ovisicns discussed in January ^"1973 correspondence to your 
ERJC bion frc^ Louis Hoftnarin, . 



'appendix 

directions: 

On the fol!ov/ing pages thero are 22 questions obout your Adult Basic Education- Program. 
At tho^end of each question there are three possible answers. The/ are: 
Yes No Undecided 

First, road the sentonce* 

iSecond, decide which answer best describes how you feel about the question. 
Third, draw a circle around the, answer you have chosen. 

1. Did the person who interviewed you for the program explain the prjogram wel!? 

Yes No ^ Undecided 

2. Do you feel that the person who interviewed you for the program was Interested in you? 

- Yes No llSdecWed 

3. Were you recruited by a member of the Adult Basic Education staff? 

Yes No Undecided . • 

4» Were you recruited by an agency or by someone who does not work at the Adult 
Basic Education Center? 

Yes No Undecided 

5. When you were unable to come to the center to do your school work, did someone 
come to your home to help you? . 

Yes No Undecided 

6. Are there enough staff members at the Adult Basic Education Center so that someone 
-is always available to help you with your school work? 

Yes No Undecided , ' 

7. In most of the school work you do at the center, can you work as fast or as slow as ^ 
you feel you need to? 

Yes No Undecided 

8. Is the whole class taught a lesson at the same time very often? 

Yes No Undecided 

9. Does a teacher teach two or three of you at the same time? 

Yes No Undecided 

10. Are the instructional materials Interesting? 

Yes No Undecided * 

11 . Is a lot of the 'instructional material about the work you are doing on your fob? - ' 

'.Yes No Undecided . 

J- " ■ ' 

12. Do you feel that the school work you !^ve been doing will help you pass the High School 
E^ivalency Examination If yoi3 wish to take it sometime in the future? 

ERsLC Yes No Undecided 



13. Do you feel fhat v/haf you have learned at fho Adulf Ba^Ic Educaflon Cenfer is useful, 
to you now,? — — 

Yes No Undecided 

14. Do you feel that what you have learned at the center will be hel]DfuI in planning 
your future ? , 

Yes No Undecided 

15. Has the reading instruction helped you the most? 

Yes No Undecided 

16. Has the math instruction helped you the most? 

Yes No Undecided 

17. Are the staff members a; the center pleasant to be with? 

Yes No Undecided 

18. Do the staff members treat you In a way that makes you feel important and appreciated? 

Yes No Undecided 

19. Has what you have learned about Jobs and employment at the center made your thinking 
about work more meaningful? 

Yes No Undecided 



20. Have private talks with a person on the Adult Basic Education staff helped you in plan- 

'-.Tm*. C..L - o 

Yes No Undecided 



21. Are your }ob end education schedules well planned and convenient? 

Yes No Undecided 

22. Do you feel personally successful in the progress you've made in your school work? 

Yes- No Undecided 




■• / ■ ■'. I l Af-lll^ivS • (;()r.i;\ll', lA- irx!VM R^'T'|.y 

■yy -i'- ■ ■ ■ ■ ' 

-•■ • • • . M w voi; K-. ,\ ! W .V()i; k inn,'.- 

S' .'v^"i,.? '--N' ' r\- . Mi Ni i:- ' - '. March ll4, 1973 

% ■ ■ \ ■ .'■ • ' - • • • 

.^:*To: Dr. Qrace Hewell, J anas /Howard, Dr, Lou !jofmaT)n;, Jerry Liebermann 

•■^Sroin:' Ron. Phillips. ={ for Dr/ Edmund Gordon) ' ^ ' ■ v. / 

^.^ ■ 4i . ' ^ ■ - ; ^- . 

.Rfe,: External evaluation of the Adult Basic Education Career Development. Center in 
j-'^l 'the Newark Model| Cities Area. .. ' ' ' 

I ' Enclosed for your inspection and evaluation are: (l) a Personal Data Form for 
;> the collection of denibgraphic data on 'all trainees,/ (2) an Smplcyer Data Forju for 
; ; ibthe collection of denrogra-phic data' and employer re'sponsibilitics to the trainees^ ' ^ 
£|nd (3) ,^n. Interviev/ Form v/hibh -will serve as a screening device foi!^the'''collectio'n:- 
'<5f data regarding trainee perceptions of their ABE program. ■ , *■ J-^ " 




J. .The 'Emploj''er Data Form is intended to supplement the da'ira^ that . y^^ collect ■■: 
...regarding the employer's impressions of the d'6rnpete.nce and .adjustment olrr^tt^h.e^^trs^^^ 
y |Je wpiild like to review the questions will^^^ the ernployers and t?o, have' -^M 
'.V:;.access to. -that information when it 'is collected* " ■ ^'zz — " - 



. The ; interview fom is desf gned to' survey the attitu^ "all 
\trainec3^ re^arding^ tae, recruit r^ient procedure, the educaJ^iipnal program - ind -its " .- 
^ per^onnel', ;ia.ad the. overalli mechanics of the program. ; From .this sui'vej^/we.^hope to ■ 
idcntLfyK,rcievant areas from which we will- develop more extensive quest^ions to ask- 
^i-^-;the ;5Q trainees in our personal, interviews; . . . . ' - . :: ■ 



be raised about our proposed .plah of evaluation, as wa^ . • ^ ' v;-'';;;? 
:^-^^su)jml t led by 'P r; Goi'don (see enclosed^ letter -.from. Dr.. Gordon to ' Jerry Liebermann:'.:!; 
of hJ anuary 11 ,~T9"T3Tr x" lease , review this plan a'nd""tfevg1:prp^"ij;ci^ / . 

lpad:^to: clai^ifications, modifications) etc* for. oiir meeting bn.,i(Iarch 19, 1973^-. ■ , \ 



e;::at Dr. Hewell's office at 1:00 K M. , . , . _ , . 



